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ABSTRACT
As a multiracial country, Malaysia's most crucial problem
toward national unity is the glaring economic imbalance and
racial tension among the races. Several policies have been
carried out to eliminate the economic and racial disparities
that exist. Amongst them is by expanding the manufacturing
sector employing all ethnic groups. However, with the rapid
expansion in this sector, a relatively high rate of voluntary
labour turnover among blue-collar workers has developed wi th
potentially serious consequences for the process of expansion.
Even though the economic and racial disparities in
Peninsular Malaysia are mul ti -dimensional, the present study
focusses exclusively upon the ever-increasing rate of voluntary
labour turnover amongst blue-collar workers. Unlike previous
studies on labour turnover, the focus of this study is the
comparison of labour turnover issues amongst different races in
Peninsular Malaysia. This coverage is important because of the
scarci ty of comparative studies of labour turnover in the
country. The three major races are chosen for this study; they
are the Malays, the Chinese and the Indians.
The purposes of this study are threefold: To discover the
general characteristics of blue-collar voluntary labour
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turnover in Peninsular Malaysia; To ascertain correlate and
determinant factors which influence blue-collar workers'
decisions to
to discover
factors and
voluntarily leave
the underlying
in each of the
their employment; and finally,
reasons associated wi th these
three cases to compare the
experiences of the different races.
The findings of this study highlight similari ties and
di fferences between the Malays, Chinese and Indians' decisions
to voluntarily leave their job. The
organisational and external factors
resul ts of this study on
are consistent with the
findings of research in other Third world countries. However,
the present findings differ in terms of personal factors. It is
concluded that the "racial background" and "cui ture" of the
three races are amongst the important elements in understanding
the factors influencing their decisions to voluntarily change
employment in Peninsular Malaysia.
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Chapter One Introduction
CHAPTER ONE:
INTRODUCTION
1.0. Background to the Research
This study attempts to look at the issue of labour
turnover among blue-collar workers1 in manufacturing firms in
Peninsular Malaysia2. It is an important area of research,
mainly because of the increasing number of "competi tion
occupations"3 and the relatively high rate of turnover among
these workers (Malaysia: Employment Trends, 1989a). A survey
1 For the pu rpose of this study, this group of workers are
defined according to major groups 7/8/9 under the ti tIe
"production and related workers" listed in the Directory of
Occupational Classification (Malaysia: Manpower Department,
1980) . In this study, however, not included are production
supervisors and general foremen.
2 The term Peninsular Malaysia refers to all states in
Malaysia except Sabah and Sarawak. It is a geographic
expression which includes only part of the country, and the
term replaces the earlier official designation "West Malaysia".
The terms Peninsular Malaysia, West Malaysia, Malaya, and
Malaysia are used interchangeably in the present study to refer
to the area known as Peninsular Malaysia.
3 "Competi tion Occupations" as describe in the Employment
Turnover Survey (Malaysia: Manpower Department, 1987) as a
si tuation whereby the number of job openings exceed the number
of job seekers. This leads to a situation whereby employers
compete for workers by offering better employment terms and
conditions. This has led in the past to "job hopping" withinindustries.
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conducted by the Malaysian Employers Federation, points out
that the highest turnover was found in production which
accounted for 68.9%. Among this category of workers, a high
percentage was found among the production and related workers-
the unskilled category accounts for 47.6%, followed by the
semi-skilled and the unskilled category (Ang, 1981).
Al though tu rnover may take place in many types of
organisations (Price, 1977), this research is concerned wi th
labour turnover in the manufacturing sector, because of its'
contribution to the Malaysian economy. Manufactu ring is the
largest sector in the economy overtaking agricul ture. It
contributed 22.4% to the Gross Domestic Product (Malaysia: MIDA
Annual Report, 1987a).
Since Malaysia is a multi-racial society, it is therefore
more interesting and fruitful to carry-out this study of labour
turnover among blue-collar workers on the basis of race. This
provides a clear understanding of the racial aspects of the
labour turnover si tuation in Peninsular Malaysia. This
information may be useful to the government in developing its
policy of overcoming glaring economic imbalances and racial
Page 2
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tensions after the 1969 riots4.
1.1. The Problem
Recently, the problem of voluntary labou r tu rnover has
been of great concern to the Malaysian Government. The task of
overseeing this problem has been taken over by the Manpower
Department, Ministry of Labour. In undertaking this special
task. the Manpower Department conducts half-yearly su rveys to
monitor the incidence of voluntary labour turnover. However,
the scope of their survey is limited. It identifies significant
voluntary labour turnover in particular occupations or
industries. It tries to indicate where and to what extent
(based on the rate of resignation) the problems emerge. The
resul t of the government's moni toring exercise reveals that the
incidence of labour turnover is higher in the manufacturing
sector than any other.
As a resul t of this finding, most of the previous research
on labour turnover (Malaysia: Manpower Department, 1987/88/89
4 It was in May 1969 that Malaysia experienced race
riots. This arose out of Malay unhappiness wi th their
disadvantaged social standing. There was also Chinese anger at
the fact that they had li ttle access to formal socio-poli tical
power. After these riots the Malaysian government attempted to
restructure the economy by introducing the New Economic Policy
(NEP).
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and Ang, 1981) has concentrated on the manufactu ring sector.
Given the fact that the manufacturing sector is rapidly
expanding and is becoming the largest sector in the Malaysian
economy in 1987 (Malaysia: MIDA Annual Report, 1987a), it
meri ts serious attention.
The Employment Turnover Survey (Malaysia: Manpower
Department, 1987/88), highlights that several occupations in
the expanding industries in this sector are now affected on a
national scale by a relatively high rate of turnover. This
survey also noted that not only has the relatively high rate of
voluntary labour turnover within the specific occupations
increased, but also the number of occupations, industries and
industrialised states (See Table 1.1) have increased.
Figures released by the Malaysian Ministry of Labour show
that in 1986 only one occupation was categorized as a
"Competition Occupation". In the first half of 1987 it
increased to four occupations covering two industries and
finally to eight occupations covering four industries in the
first half of 1988 (Malaysia: Employment Trend, 1989a).
At the state level, the number of competi tive occupations
in which significant voluntary labou r turnover occu rred,
increased in every state in the fi rst half of 1988 against
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fi rst half of 1987. This is shown in Table 1.1 below.
Ang (1981) reported that high labour turnover was found to
be serious among the Malays who account for 34.7% of voluntary
labour turnover compared to other races such as Chinese 15.6%,
Indians 12.6% and Others 8.5%.
TABLE 1.1:
NUMBER OF COMPETITIVE OCCUPATIONS
DISTRIBUTED BY STATE AND SURVEY PERIODS
STATE FIRST HALF OF 1987 FIRST HALF OF 1988
KEDAH 1 6
PENANG 4 9
PERAK 2 5
SELANGOR 5 6
FEDERAL TERRITORY 5 7
JOHOR 1 9
PAHANG 2 6
KELANTAN 1 4
Source: Malaysia: Manpower Depart.ant (1988)
The problem of a high level of voluntary labour turnover
was further accentuated by the increasing demand for workers.
Recently one of the local newspapers reported that some firms
in Peninsular Malaysia were confronted wi th problems of
maintaining thei r manpower. This is because the companies are
facing relatively high resignations every month. This made it
difficult to fill the newly created vacancies. As a result the
companies' operations are threatened (Malaysia: The Star, 29th
April 1988a).
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It is, therefore, not su rprising. that recently the number
of job vacancies reported to the Manpower Department for these
wo rke rs has i nc rea sed s teadi 1 y _ As a resu 1 t , agg ressi ve
employment practices for recrui ting skilled manpower have come
into being. Several firms were found to be practicihg "staff
poaching" in order to maintain or increase their production in
this increasingly competi tive labour market (Malaysia:
Employment Trend, 1989a).
In a si tuation where the country's development is
dependent on the manufacturing sector and foreign investment,
serious attention on its labour turnover problems mUst be a
priority, particularly in view of the ever deteriorating
si tuation. This view is based on the large number of
applications approved by Malaysia Industrial Development
Authori ty (MIDA) for investment in the eleventh month of 1988.
These projects when completed, are forecasted to generate an
i nc rease of 150.8% in the numbe r of jobs that we re c rea ted in
the corresponding period of 1987. Of the jobs expected to be
created from these projects, 82.6% of were for production
workers (Malaysia: Employment Trend, 1989a).
In addi tion to this, Malaysia has to maintain a
disciplined labour force (Dunkley, 1982). It requires manpower
in order to attract investors to invest in this region
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(Malaysia: JSEDC, 1988b). It should be understood that this is
one of the most valuable assets for any future investment in
Malaysia.
It is clear that if voluntary labour turnover problems
among these groups are not solved soon the organisations will
face high costs and poor business performance. This will have
negative implications for attracting investments in Peninsular
Malaysia especially when investors look for the availabili ty
and stability of workforce. Eventually this trend will affect
the national economy.
Researchers (Farris, 1971 and Ang, 1981) have suggested
that labour turnover is very costly to an organisation in terms
of training a person who leaves and the retraining of new
workers for replacement and in terms of the costs of constant
recruitment. According to Farris (1971), turnover might also be
undesi rable due to the fact that the company might lose good
performers.
High rates of turnover could also mean that there is a
poor quali ty of employer-employee relationships. According to
Brayfield and Crockett (1955), this phenomenon in general is
seen as a form of alienation or wi thdrawal from an
organisation. This is supported by Edwards and Scullion (1982)
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who conclude that turnover is an
the workplace, but not necessarily
taki ng place.
expression of discontent in
where labour poaching is
In Peninsular Malaysia, even though some research has been
conducted on labour turnover (Malaysia: Manpower Department,
1988 and Ang, 1981), none has attempted to highlight factors
influencing blue-collar worker decisions' to leave thei r jobs
especially among the different races in Peninsular Malaysia.
Since turnover among these groups of workers has been and still
is a problem in Malaysia, it is therefore worthwhile to
investigate the factors which contribute to labour turnover and
inter- racial influences in Peninsular Malaysia.
1.2. Research Objectives
The primary objective of this study is to attempt to
investigate the factors which influence decisions leading to
voluntary labour turnover among blue-collar workers in
manufacturing firms in Peninsular Malaysia.
Specifically, the research objectives
follows: -
1. To discover the general characteristics of blue-collar
voluntary labour turnover, and at the same time to ascertain
are stated as
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if any differences exist in the general characteristics
amongst the different races of blue-collar workers wi th
respect to voluntary labour turnover in Peninsular Malaysia.
2. To locate factors which correlate with voluntary labour
turnover amongst blue-collar workers and amongst the
different races in the manufacturing sector in Peninsular
Malaysia.
3. To ascertain the determinant factors which influence blue-
collar workers and also of each races decisions' to
voluntarily leave their employment in the manufacturing
sector in Peninsular Malaysia. In more detail, this study
tries to determine if any differences exist in these factors
amongst the different races.
4. To discover the underlying reasons associated with the
determinant factors amongst blue-collar workers and also
amongst the three races in
Peninsular Malaysia. In more
there are any differences
amongst the different races.
the manufacturing sector in
detail, tries to discover if
in these underlying reasons
The following section will present a review of the labour
tu rnover issue in Thi rd World countries. Because of the
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similari ties of their social, and economic setting, this
section aims to examine factors contributing to the labour
turnover of each country which might perhaps be very useful for
the analysis part of this thesis. Because of a few studies in
this area in the Third World, it is interesting that this
section could also review the available studies in the
Communist countries.
1.3. Labour Turnover in the Third World and Communist Countries
The relative lack of data on voluntary labour turnover in
the Third World and Communist countries leads to difficul ties
in making comparisons. This is supported by Price (1977:43) who
insists that most data on labour turnover has been gained from
the West or in the advanced industrial countries. He wri tes:
Unfortunately there are almost no data about Latin
American countries (except Peru), the countries of Africa
(except South Africa), the Communist countries (except
the USSR), Asia (except Japan), and the Middle East (no
exceptions). Data about the following importance
countries are especially needed: Argentina, Brazil,Nigeria, Egypt, China, India, Indonesia, Pakistan, and
I ran.
Nevertheless, there are a few studies on voluntary labour
turnover such as in Iraq, Kenya, U.S.S.R., Hungry, Romania,
Singapore and Hong Kong which are available but not directly
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relevant to this s tudy5 .
Existing empirical studies of labour turnover in the Third
World countries which are most directly relevant to the present
study were found in the work of Salih et al., (1985). Thirty-
fou r senior personnel managers' were selected as thei r subjects
to give their view on the causes of employee turnover among
blue-collar workers in publicly owned manufacturing companies
in Iraq. Salih et aI's., findings suggested that the most
important factors causing voluntary separation were known as
"better opportunities elsewhere" and "inadequate salaries".
Other factors such as "the nature of the job" , "poor
supervision", or "lack of equality", "social relations" and
"promotion" were viewed as secondary causes.
During the period of Salih et aI's., (1985) study, Iraq
was facing a shortage of labour in its' labour market. These
researchers reported that Iraq had to depend on non-Iraqis to
make up between 4 and 10% of her entire labour force. The
5. Al though most studies mentioned concentrate on labour
turnover issue in each country, their scope are different. Forinstance, the study conducted by Nigan and Singer (1974) in
Kenya does not specifically concentrate on blue-collar workers
in the manufacturing sector. Even though their study covers the
causes of labour turnover in Kenya, the major issues, however,
are the study of the overall turnover phenonmena in all
sectors. They also study the trends and changes before and
after independence. Almost similar type of researchs were found
in the study by Koszegi (1978) and Harris (1964)
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existence of this situation, then, justified that better
opportunities elsewhere were the main causes of labour turnover
in Iraq. Similarly, better pay in private companies than in
public ones explains why inadequate salaries were the main
cause to turnover (Salih et al., 1985).
In Kenya, the study conducted by Nigan and Singer (1974)
shows that from figures in 1971, there was an indication that
voluntary labour turnover was lower than involuntary turnover
in manufacturing, transport and services sectors. Voluntary
labour turnover, however, was higher in building and commerce.
This study also reveals that the problem of turnover varies
depending on areas. Most industrialised areas in Kenya show a
higher rate of labour turnover compared to the less
industrialised ones. The most important finding, however, shows
that the turnover rate was higher before independence.
Nigan and Singer (1974) suggested that there were several
reasons which explained the decreasing rate of labour turnover
in Kenya since independence. The most important reasons were
overpopulation and increasing unemployment in urban areas where
people have fewer opportunities for al ternative employment.
Other factors include relatively high wages and a range of
incentives such as education, health, the seniority system, the
provision of pension plans, the provident fund, heal th and
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welfare benefits. In addition, Nigan and Singer noted that
trade union pressure also helped to reduce the tendency to qui t
jobs.
In Singapore, results of a study by Ariff and Tan (1987)
on employee turnover reveals that Singaporean employees who
have less satisfaction with their jobs are more likely to quit.
The job satisfaction variables include satisfaction wi th work,
promotion and supervision. In addi tion, the individual
characteristics such as education and job rank are among
important determinants of labour turnover. Other variables such
as sex, marital status and age were found to be not significant
in their intension to leave their jobs. Ariff's and Tan's
(1987) study cover 300 employees of a large service
organisation in Singapore.
In Hong Kong, a study carried out by Lina (1990) among
Hong Kong's technical staff illustrated that pay and promotion
opportunities (economic reward) were perceived as the main
factors for the respondents to qui t thei r jobs. Her report
reveals that many workers in Hong Kong were found to be
dissatisfied wi th their salary review. Her finding shows that
70% of the respondents were found to be dissatisfied with the
pay structure and 30% were dissatisfied with the promotion
assessment which then led to the intention to qui t. Besides
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being dissatisfied with pay and promotion, her findings reveal
that "Better opportuni ties" were ranked as the third reason for
leaving the organisation. This study however, does not find any
strong relationship between individual factors and the
intention to quit.
As reported by Lina, the overall labour market in Hong
Kong is shrinking because of many incentives offered by
organisations which encourage workers to jump from one
organisation to another. Furthermore, the shortage of labour in
the market has enabled the workers to enjoy a substantial
bargaining power within the organisation.
Koszegi (1978) reported that in the Socialist Economies
Countries, labour turnover is mostly voluntary in nature with a
small proportion ini tiated by the management (involuntary). For
instance, in Hungary, 90% of labour turnover consists of
voluntary separations. The reasons contributing to the total
labour turnover includes renumerations (20-22%) and motivation
related to working condi tions (14-15%). Other factors include
the attraction of better work and leisure arrangements such as
a five day working week.
In communist countries such as the Soviet Union, the
problem of labour turnover, which caused great damage to the
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economy received a great deal of attention in the early 1960's
(Harris, 1964). In the USSR, factors causing labou r tu rnover
are related to living condi tions and personal problems such as
housing, child care facili ties, family circumstances, heal th
condi tions and the desi re to work closer to one's home. wi thin
these reasons, living conditions were reported to account for
23% to 44% of voluntary labou r tu rnover. In most su rveys, the
desi re to improve working conditions were found to account for
25% to 35%. Renumeration such as the desire for higher pay, on
the other hand, accounts for 15% to 25% of all separation
(Koszegi, 1978).
In Romania, most potential turnover6 mentioned the working
condi tions and the general satisfaction wi th jobs as the
reasons for labour turnover. It accounts for 53% as reasons for
turnover. Another 20% cited renumeration as their single most
important reason (Koszegi, 1978).
In conclusion, most studies in the Third World and
Communist countries presented above reveal that most job
changes are driven by the desire for better renumerations such
as higher payor working condi tions. Also, better employment
6 The potential turnover is defined by Koszegi (1978:318)
as "the numbers of workers who would like to change jobs but
have not yet done so".
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opportuni ties were found to play a more or an equal part wi th
renumeration as the factor behind voluntary labour turnover.
1.4. Significance of the Study
This section highlights findings of earlier investigations
regarding the issue of labour turnover. These earlier studies
will be used as frames of reference and will throw some light
on the significance of this study. This section also stresses
that this study is an extension of the massive body of
li terature al ready in existence concerning factors which
influence voluntary labour turnover among blue-collar skilled
workers.
To provide an overview of the importance of studying this
phenomenon, we begin by reviewing previous studies conducted in
this field. Given the size of this literature, the first part
of this section will only review the appropiate findings of
previous research regarding the importance of studying labour
turnover issues in an organisation in general. It will then be
followed by the second part which aims to establish the
relevance of this study for Malaysian organisations and society
in particular.
A review of the previous research shows that the issue of
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labou r tu rnover has been the subject of research by many
personnel researchers, psychologists and economists. However,
it has been approached from several different di rections (Ley,
1966). According to Porter and Steers (1973), the study of the
issue in an organisational context, presents both attractive
and important phenomena. In the study of this issue, however,
most researchers tend to agree that labour turnover is a
costly, complex and interactive phenomenon to an organisation
(Fàris, 1971; William et.al., 1979; Ang, 1981; Landy and Farr,
1983) .
Similarly, several
turnover is costly and
terms of training new
supported. by Ang (1981)
recrui tment.
researchers conclude that labour
undesi rable for an organisation, in
arrivals (Farris, 1971). This is
who emphasises the waste in terms of
Turnover might also be undesirable due to the fact that
the company might lose good performers. In his study, Farris
(1971) stresses that if turnover could be predicted beforehand,
then action should be taken to control it. For instance, steps
could be taken to decrease tu rnover among high performers and
on the contrary, encourage the likelihood of poor performers
leaving.
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Minimised turnover also means that the organisation is
trying to encourage good employer-employee relations. In
general, these phenomena are seen as forms of alienations or
withdrawal from an organisation (Brayfield and Crockett, 1955).
Similarly, Blauner (1964) viewed that the quality of
interpersonal contact among and between employees and thei r
supervisor is an important factor in developing posi tive work
values among workers. On the other hand, organisations which do
not allow autonomy, resposibili ty, social connection, and sel f-
actualization might lead to negative work values which further
resul ted to alienation. This view has been also put foreward
by Edwards and Scullion (1982) who point out that turnover is
the expression of discontent or conflict at the work place. To
understand this behaviour means that the employer is trying to
minimise the conflict between the employer and the employees.
Although
highlight the
most studies discussed in the li terature
negative consequences of turnover, a number of
posi tive outcomes should also be noted. According to Staw
(1980) the positive effects of turnover, however, have received
little attention in organisational psychology. Several positive
consequences as outlined by this author include; turnover may
increase organisational performance, reduction of entrenched
conflict, increased mobili ty and morale and also lead to
organisational innovation and adaptation.
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In conclusion, employers should take positive actions to
minimise turnover rates parallel to the companies' goal to have
high performance workers in thei r organisations. They should
consider the fact that low turnover rates could be used as an
indicator of efficient operations and good labour - management
relations.
In addi tion to the foregoing part which discussed the
importance of studying labour turnover issues in an
organisation, the following part will highlight the specific
importance of this study for the Malaysian organisation in
general and Malaysian society in particular. It may be
presented in several points as follows:
1986 was a meaningful year for Malaysia in establishing
herself toward becoming an industrialised nation. It was during
this year that the Industrial Master Plan (IMP) and Fifth
Malaysia Plan (FMP) were introduced. One of Malaysia's
development strategies incorporated under these plans was the
recogni tion of the role of the manufactu ring sector as the
spearhead of economic growth for the Malaysian economy. As a
resul t of such a plan and in addi tion to the favourable
investment climate in the country, most parts of Peninsular
Malaysia have been transformed into an ideal location for
investment. Moreover, there have been various efforts made by
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several government agencies to encoura~e more foreign investors
to invest in the country. The shortage of labour in the economy
leads to the massive labour turnover in most parts of the
manufacturing industries. The supply of labour is unable to
meet the demand for labour due to increased number of factories
being set up in the various industrial sites. Therefore, to
minimize .. job-hopping" within industries, it is important for
employers to study and understand the problem of turnover. To a
large extent, this problem is viewed economically as well as
politically as a major threat to the country's development.
Therefore, a study of this issue is timely and could provide
useful information not only to the firms concerned, but also
for the government, employees, trainers, and investors.
This study aims to explore factors that influence the
decision to voluntarily change jobs among the three major races
in Peninsular Malaysia. This study is important for various
reasons:
First, because of the scarcity of research dealing with
factors influencing voluntary turnover in Peninsular
Malaysia. The issue of voluntary labour turnover in
Peninsular Malaysia may be considered new. Until now
there are only three important studies of turnover in
Malaysia. Ang (1981) made a study of labour turnover from
a total of 158 companies. The survey involved nine
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categories of workers ranging from unskilled to executive
levels. The study was conducted in 1981 employing "exit-
interviews" as her research approach. Since the study was
carried out sometime in 1981, it differs from the present
one in terms of its socio-economic envi roment. Daud
(1985) conducted a study of female factory workers in
Peninsular Malaysia. Her
wi th the overall si tuation
observations, however, dealt
of female industrial workers
in an electronics factory in Malaysia. The period covered
was between 1977 and 1982. The latest study in turnover
was made by the Malaysian Ministry of Labour. The scope
of this study, however, was limited. It tried to find out
where and to what extent the problems of labour turnover
were emerging. Among the three studies, however, none had
attempted to compare factors influencing voluntary labour
turnover among the races in Peninsular Malaysia. The race
issues is a cri tical phenomenon that will influence any
decision making wi th regard to the economic and poli tical
stability in the future.
Second, among the studies mentioned above, only Daud's
(1985) study dealt with worker's perception of why they
qui t thei r . jobs. Her study, however, was limi ted to
female electronic workers. Apart from the studies
mentioned above, there are no other studies of voluntary
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labour turnover in Peninsular Malaysia based on the
worker's perception of why they left thei r previous jobs.
This research includes a survey of worker's perceptions
about their reasons for changing jobs. Therefore, it is
hoped that this study will contribute towards a better
understanding of this issue from the primary source of
data - i.e. the individual employee.
Third, such understanding of factors affecting labour
turnover is very important because most organisations in
Peninsular Malaysia could use this information to take
posi tive actions to increase workers' morale. This could
lead to higher worker performance, more efficient
operations, and better labor - management relations. It
also could reduce the numbers of good performers leaving
the organisations and the most beneficial effect is in
helping to minimizing training and recruiting costs.
Moreover, it could provide some guidelines for
job-seekers and employers who are operating in the labour
markets of Peninsular Malaysia. It also helps to give
some ideas to the employer, investor or those firms
concerned to find sui table employment and thus help to
maintain an adequate manpower supply.
Finally, it could help to assist the planning of the
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organisations involved. Organisations which have high
rates of turnover should identify their weaknesses and
plan to overcome them.
The contribution of this study to the current knowledge is
in terms of the "setting" of this research. Most previous
studies on turnover research were conducted in industrialised
nations or wi thin a single-race society. Unlike previous
efforts, the present study is intended to focus on a comparison
of this issue among the different races in Peninsular Malaysia.
Since Malaysia is a multi-racial society, it is worthwhile to
perform this study on the basis of race.
Another contribution that could be made is to fulfil the
pressing need of the vi tal gap between the Third World and the
Industrialised nations in the studies of labour turnover as
suggested by Price (1977) as in section 1.3 of this chapter.
In conclusion, this research is important since it
provides some understanding of factors affecting turnover in
practical management si tuations. An understanding of these
factors, not only acts as an investment in the workforce, but
also as a tool to prepare workers for effective performance.
The avoidance of turnover in organisations also depends on
unders tanding the causes that lead to it.
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1 .5. Scope of the Study
This study has been limi ted mainly to discover factors
influencing voluntary labour turnover among different races of
blue-collar workers in the manufacturing sector in Peninsular
Malaysia. It does not attempt to concentrate on some other area
of research such as the prediction of labour turnover or the
consequences of tu rnover. The reasons for this is that they are
regarded as not so suitable to the theme of this study. This
study also does not attempt to cover all occupational levels,
but intends to be soley confined to groups 7-8-9 of blue collar
workers as described in the fi rst part of this chapter.
Since the main theme of this thesis is generally to
discover the factors contributing to voluntary labour turnover
among the different races in Peninsular Malaysia. this study
therefore, does not attempt to analyse the factors contributing
to labour turnover among the races specifically in or between
each state or industry.
The research location of this study is restricted to three
major ci ties - Kuala Lumpu r, Penang and Johor Bahru. I t covers
only five types of industries in the manufacturing sector. The
duration of this study is limi ted to a period of two years,
starting fom 1987 to 1989. The reason for covering this
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research location, industries, and duration will be discussed
in detail in chapter five.
1.6. Limitations of the Research
Al though every effort has been made in this study to be as
professional as possible, the following limi tations are deemed
unavoidable.
1. The major constraint on this study is that it depends
on the cooperation of the organisations involved and the
willingness of the participants to respond to the
questionnaires in a frank and accurate manner. Responses to
this study depend largely on their confidence in the researcher
and their belief that cooperation will in no way be detrimental
to company interests. In order to solici t the maximum
information required the most sensi tive questions are avoided.
2. The study is also limited by the inability of the
researcher to identify and locate all occurances of voluntary
labour turnover among blue-collar workers in Peninsular
Malaysia. Due to inadequate sampling frames, non-probabili ty
sampling is used for the purpose of this study. Bailey (1978)
asserts that findings can only be used for generalisation when
an adequate sampling frame exists. However, this study, has its
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own strengths in that it can give detailed descriptions of
issues and is therefore sui table as exploratory research.
3. Since this study involves three separate ci ties in West
Peninsular Malaysia, it was necessary for the researcher to
travel extensively throughout West Peninsular Malaysia. Since
the research is privately financed, the cost of travelling,
both in terms of time and money became a problem. This limi ted
the researcher from conducting the survey in all the states of
Peninsular Malaysia.
1.7. Organisation of the Study
This study is divided into eight chapters. Chapter One, is
the introduction. This chapter presents the background to the
research, states the research problem, research objectives,
labou r tu rnover in the Thi rd World and Communist countries, the
significance of the study, scope of the study, its limitations,
and organisation.
Chapter Two, presents the Malaysian context. In this
chapter there is an introduction to Peninsular Malaysia, wi th
regards to the country, the people, society and economic
setting.
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Chapter Three, reviews the Malaysian labour scene. The
discussion in this chapter begins wi th an examinations of the
population, labour force, and employment growth. It is followed
by an overview of the demographic characteristics of the labour
force. Next, introduces the labou r market and manpower
development. Finally, it presents employment conditions and the
work envi ronment in Peninsular Malaysia.
Chapter Four, consists of a literature review. It begins
wi th a review of the relevant models of voluntary labour
turnover, followed by empirical evidence on factors influencing
voluntary labou r tu rnover. Finally, it discusses the
shortcomings of previous studies in labour turnover. This
includes the limi tations of a theoretical frame of reference
for local study and the operational defini tion of turnover.
Chapter Five is entitled "Research Methodology". It
defines the research, outlines the research questions, research
design and strategy, research methods, sources of data,
sampling design, the sample, sample size, data collection - the
instrument, questionnaire design, timing of data collection,
techniques to be used to analyse the data and limi tations and
problems in research methodology.
Chapter Six, is enti tIed "Presentation of the Research
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Findings" . It presents a profile of respondents, and the
results of the research questions. A number of non-parametric
tests were utilised in processing and analysing the data. This
include: Univariate or Descriptive Statistics and Bivariate
Analysis such as Spearmen Rank-Order Correlation and Analysi~
of Variance (Duncan F-Test).
Chapter Seven is the discussion on the research findings.
It consists of the discussions on the general characteristics,
personal, organisational and external factors which influence
the blue-collar workers' decision to voluntarily change jobs.
I tends wi th a summa ry of what has been discussed.
The final chapter, Chapter Eight is the "Recommendations
and Conclusions". It presents some policy measures to reduce
labour turnover, recommendations for further studies and
concluding remarks in the area of study is also presented.
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CHAPTER TWO:
THE MALAYSIAN CONTEXT
2.0. Introduction
The purpose of this study is to look at labour turnover in
Peninsular Malaysia. However, before
fu rther, it is advisable to provide
examining this issue any
the reader wi th a clear
understanding of the relevant information on Peninsular
Malaysia, wi th regard to the country, the people, society and
economy. It is hoped that this approach will provide a clear
basis for the study of this issue.
To begin wi th, a brief description of the si tuation,
area, and historical background on Peninsular Malaysia will be
presented.
2.1. Peninsular Malaysia - General Background
2.1.1. The Country and The People
Geographically, The Federation of Malaysia is located in a
central posi tion in the high economic growth region of
SouthEast Asia. Malaysia was formally created on 16 September
1963, wi th Singapore as a member. However, in 1965, Singapore
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wi thdrew and became an independent state. Thus today, Malaysia
is a federation of fourteen states, twelve of which are in
Peninsular Malaysia. The twelve states of Peninsular Malaysia
consist of Johore, Kedah, Federal Territory, Selangor, Melaka,
Pahang, Terengganu, Kelantan, Perlis, Negeri Sembilan, Perak,
and Penang. It is situated at the southern end of the Asian
Mainland; bounded by Thailand in the north and is accessed by a
causeway to Singapore in the south. The other two states
(comparising of Sabah and Sarawak) are separated by the South
China Sea and are located on the northern part of the island of
Borneo, now called East Malaysia (See Exhibit 2-1).
Malaysia cover an area of 329,745 square kilometers; the
peninsular states accounts for 131,584 square kilometers or 40%
of the land area (Malaysia: Fifth Plan, 1986). The climate is
tropical with an average daily temperature ranging from 21
degree celsius to 32 degree celsius (Malaysia: Year Book,
1989c). Most of the country is mountainous, except for the
alluvial plains, structured by short rivers flowing from the
mountains along the West coast of the Peninsular. This
condi tion encourages cuI tivation of rice and also the
extraction of tin. Owing to it natural wealth, most of the
ci ties and manufacturing industries are concentrated in this
part of Peninsular Malaysia (Young et al., 1980).
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EXHIBIT 2-1: PENINSULAR MALAYSIA
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The official language of Malaysia is Malay (Bahasa
Malaysia). As stated by the Constitution, Islam is the national
religion of Malaysia. However, there are provisions for the
freedom of religions. Besides Islam, Buddhism is the second
largest religion in Malaysia. It became the second dominant
religion wi th the existence of the Chinese communi ty in Malacca
in the fifteen centu ry. Other religions practiced in Malaysia
are Hinduism, Sikhism, and Christiani ty (Malaysia: Yearbook,
1989c) .
In 1990, Malaysia has a total populations of about 17.9
million. About fourteen millions (81.7%) of the population live
in Peninsular Malaysia which comprises four main groups-
Approximately 58.1% of the population are Malays, 31.4%
Chinese, 9.9% Indians and 0.65% others make up the population
(Table 2-1) (Malaysia: Fifth Plan, 1986).
The Malays, from whom the country got its name are the
dominant ethnic group. They settled in the terri tory of
Malaysia much earlier than the other immigrant communi ties such
as the Chinese and the Indians (Rabushka, 1973). They are
considered the indigeneous people. On the contrary, The Chinese
and Indians are minori ty groups who migrated to the country in
the nineteenth centu ry. Malaysia's population today represents
a highly variegated ethnic mix which makes it one of the most
Page 32
Chapter Two The Malaysian Context
unique mul ti racial societies in the world (Malaysia: Yearbook,
1989c) .
TABLE 2-1
ETHINIC COMPOSITION OF THE POPULATION IN
PENINSULAR MALAYSIA, 1911-1990 (PERCENTAGE)
ETHNIC GROUP 1911 1921 1931 1947 1957 1970 1975 19BO 1985 1990
MALAY
CHINESE
INDIAN
OTHERS
59.0 54.0 49.0 50.0
30.0 29.0 34.0 38.0
10.0 15.0 15.0 11.0
1.0 2.0 2.0 1.0
50.0 52.7 53.0
37.0 35.8 35.6
11.0 10.7 10.6
2.0 0.8 0.8
55.1 56.5
33.9 32.8
10.3 10.1
0.7 0.6
58.1
31.
9.9
0.6
TOTAL (%) 100.0 100.0 100.0 100.0 100.0 100.0 100.0 100.0 100.0 100.0
Source: Adapted from Wah, Lim Chong (1967), Malaysia: Fourth Plan (1981:74) and Malaysia: Fifth Plan
(1986:129) .
Today, Malaysia is considered a developing country. This
setting is an outcome of historical processes which influenced
all its social, economic, and political activities. It was
colonized by the British in 1786. After gaining independence
from the British in 1957, Malaysia's governmental institutions
follow the B ri tish system and tradi tions wi th legisla ti ve
powers conferred in the two Houses of Parliment: the House of
Representatives and the Senate. It is a parliamentary
democracy and a consti tutional monarchy and it is one of the
most stable poli tical systems in the region. The Malaysian
government (with more than two-thirds majority in Parliament),
assures foreign investors of a strong Government dedicated to
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development (Malaysia: Yearbook, 1989c).
Most of Peninsular Malaysia's problems stem from its past
(Aun, 1983). Thus, a clear understanding of its' historical
background could provide a better picture of the present
si tuation. The next section, presents a brief description on
Peninsular Malaysia's historical background.
2.1.2. Historical background
With the coming into prominence of the Mallacca strait in
the fifteen century, Peninsular Malaysia was introduce to the
outside world. Strategically, its location at the crossroads of
mari time trade between China and India (See Exhibi t 2-2),
played an important role in promoting the port of Mallaca. This
gradually led to the development of the earliest state in
Peninsular Malaysia, which attracted many kind of traders-
Indian, Sumatran, Javanese, Thai, Vietnamese, Chinese, Persian,
Arab, Buginese, Portuguese, Dutch, and English (Provencher,
1987). Located at the crossroads of mari time trade between
China and India, it further became a place where Hindu,
Buddhist and Islamic influences intersected. In this period
Malay domination of the government and employment was prominent
in the country.
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EXHIBIT 2-2: MALAYSIA - ITS' LOCATION
AT THE CROSSROAD MARITIME TRADE
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Under Portuguese colonisation in 1511, there was more
trading than subjugation. The main purpose of the Portuguese
was to maintain a permanent and strategic trading base. The
same interests were present under the Dutch when they took over
Malacca in 1641 (Young et al. ,1980).
When the B ri tish established thei r presence in the region
in the Ninteenth Century, their early main interest was also
the expansion of trade. They were also inspired by the desire
to get hold of the rich tin fields in the Peninsular
(Alagandram, 1977) . This meant the starting point of a
disintegration of demographic and economic break from the past
in Peninsular Malaysia (Hirschman, 1987). This view point is
supported by Provencher (1987) who reports that wi th the new
discoveries of tin in Perak and Selangor in the 1850s, and the
introduction of commercial agricul ture in the late ninteenth
century by the British, began the radical change in the labour
pattern and of economic activity in the Peninsular Malaysia. In
this century, there began a period of increasing economic
involvement in regional and world trade, involving the supply
of food, spices and tin ore to not only in SouthEast Asia but
also to the rest of the world.
Du ring this period, most of the local people (the Malays)
were involved in subsistence agricul ture. They had li ttle
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involvement in tin, rubber industry or other commercial
activities in town. Only a few of them established rubber
smallholdings. In general the Malays preferred their own
tradi tional style of ru ral life and were reluctant to enter
into the almost slavelike work in the harsh living condi tions
of mines and on the plantations. Understanding the situation,
this preference was reinforced under the B ri tish colonial
policy (Young et al., 1980). The Malays were then left to
prosper in their own traditional ways, separated from the
modern sector (Aun, 1983).
The rapid development, and economic change in the country
meant that there was a need for an increasing amount of cheap
labou r for the growing export sector. To cope wi th this
si tuation, the Bri tish allowed a large number of Chinese and
Indian immigrants to come to Peninsular Malaysia to be engaged
as labourers. Their intention was to recruit them as mine
labourers. Many of them were brought by Chinese merchants who
supplied labour through indentured labourers. They were brought
from South China under an indenture system and the majori ty
arrived penniless. Under this system, they had to work in the
tin mines for a particular period wi th working condi tions which
were generally poor and most of them were immorally exploited.
In return they were given food and low wages. Once their
contract expired they were released ei ther to return to their
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homeland or to take up other occupations. Some began to
consider Peninsular Malaysia as their home and started their
own small-scale businesses including tin mines in Peninsular
Malaysia (Aun, 1983). This marked the begining of Chinese
domination in the commerce activi ty of Peninsular Malaysia.
Like the Chinese, the Indian immigrants were brought in to
Peninsular Malaysia through the indenture system. They came
from Southern India to work in the sugar cane, coffee and
rubber plantations which were introduced by Bri tish planters to
Peninsular Malaysia in the late nineteenth century. Through the
indenture system these workers had to work for two or three
years in plantations. When their terms expired, some of them
stayed behind to work in the plantations, while others returned
home ( Au n , 1983).
Young et al., (1980: 10) in his study on the social and
poli tical setting in Peninsular Malaysia concludes that these
economic and social changes made by the colonial government or
power influenced residential and occupational stereotypes of
the three races in Peninsular Malaysia. He writes,
Most of the Malays live in the rural areas engage in
smallholder agricul ture and fishing; urban Malays
generally work in the government bureaucracy, the armedforces and police, and the lower rungs of the
manufacturing and services sector. Most Chinese live in
urban areas, where they dominate commerce; rural Chinese
engage in tin mining and in agriculture as smallholders.
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Most Indians live in the rubber and oil palm estates;
urban Indian are in the professions and services. Recent
changes have made these stereotypes increasingly inap-plicable, but they continue to be indicative of
residential and occupational patterns.
2.2. The State of Malaysian Society and the Evolution of
Labour Turnover Problems
Malaysian society is characterised by its highly complex
ethnic and cultural structure (ArIes, 1971). Therefore, any
study of labour problems in Malaysian society must devote a
special attention to the racial characteristics and the diverse
cui tu res of the Malaysian communi ty. This is important because
being a mul ti -ethnic society, the existence of the diverse
cuI tures among the ethnic groups not only creates a weak sense
of nationhood and ethnic ill-felling among her population, but
also has an impact on thei r behaviou rs in the work place. The
diverse cultures can be seen in language, religion and cultural
preferences. To a large extent, its main labour problem is
ethnic based social stratification and diversi ty of cuI tures.
As mentioned earlier, this pattern is an outcome of historical
processes which affected the economic, social and poli tical
life of the different races.
The next section will present the racial characteristics
and cui tural diversi ty of the three ethnic groups existing in
Peni nsular Malaysia.
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2.2.1. Racial Characteristics and Cul tural Diversi ty
As noted in section 2.1.1. the major ethnic groups in
Peninsular Malaysia are the "Malay" , "Chinese" , "Indian" and
"Others". The Malay or "Orang Melayu" as they are called, is
defined in the Malaysian Constitution of Malaysia (1963) as
anyone who is a Muslim, habi tually speaks Malay language, and
follows Malay customary law" (Article 160 (2) ) . Whereas
acco rdi ng to Hi rschman (1987: 555) :
The Chinese and Indian communi ties are supposed to
consist of the descendants of immigrants from China and
the Indian subcontinent. 'Other' is a catchall category
for the small number of Eurasians, Thais, Europeans, and
other persons who do not fi t into the three major
categories.
Since the Malaysian population primarily consists of three
major ethnic groups the Malays, Chinese, and Indians, the
following discussion, therefore, the researcher will narrow
down its scope to these three major races.
From the traditional Malay point of view, it has been
recognised that Peninsular Malaysia is the homeland of Malays.
This view is simply that the Malay monarchies monopolized the
poli tical system earlier than other ethnic groups. The Malay
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consider themselves as" indigeneous" or "bumiputra" i. This has
been explici tly recognised by other Asian governments such as
Thailand and Singapore (Provencher, 1987).
The Malays are identified wi th Islam. They are the
dominant group controlling the poli tical sphere and
bureaucracy. Apart from being the most influential group, the
Malays consti tute the highest proportion of the total
population. It comprise of 50.4% in 1968, whereas the Chinese
and Indians composed of 36.4% and 11% respectively. According
to Arles (1971:528) "The figures from previous censuses show
the remarkable stabili ty of this ethnic pattern over the past
forty years or so. For example, the proportion of Malays has
been between 49 and 50% ever since 1931".
There are many kinds of group that can be identified among
the Malay in Peninsular Malaysia. However, the three major
i "The Bumiputra" or "indigeneous" is a sanskri t word
which means "princes of the soil". In Malaysia it refers to theMalays and other indigenous groups such as Bajaus. Bisayahs.
Dumpas, Idahans, Kadazans, and others of Sabah and Melanaus,
Ibans, Bidayuhs, kadayans and others of Sarawak. In contrast,
the word "Non-Bumiputra" refers to non-indigenous groups such
as the Chinese, Indians and others such as Eu rasians and
Europeans. For the purpose of this study, the terms Bumiputra,
Indigenous and Malay are used interchangeably to refer to the
Malay race.
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groups are the Aborigines (orang Asli), the Malays, and Malay-
related. Due to similari ties between the dialects of these
ethnic groups, the Malay is less complicated than the Chinese.
The Malay dialects differ in terms of regional slang and
pronounciation.
The Malays good characteristics such as thei r loyal ty,
generosity, accomodating, polite, hospitality and have a strong
respect for their elders and traditional leaders have always
been described by many Bri tish officials. On the other hand,
thei r bad characteristics have always been portrayed as shy,
easy-going considers time as not important and lazy
(Jesudason, 1989; Yassin, 1990). The view that described the
Malays as lazy, however, is considered offensive to the new
generation. Many researchers found that this were inaccurate to
give such a label to the modern Malay generation (Yassin,
1990) .
Historically, the Chinese in Peninsular Malaysia are
descendents of the Chinese emigrants from south-eastern
provinces of China, particularly Kwangtung and Fukien, during
the nineteenth century (Gullick. 1964). They are more" Chinese
compared to the Indonesian Chinese (Suryadinata, 1985).
The Chinese ethnici ty is more complex than the Malays.
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They have different clans and numerous dialects (such as
Cantonese, Hokkien, Foochow, etc.) which are different from one
another. The Cantonese and Hokkien form the largest dialect
groups, but the majori ty of them are Chinese-speaking. There
are also Malay-speaking communi ties such as "Strai ts Chinese",
"Baba Chinese" or "Peranakan", their number are however,
relatively small. These are immigrant communities dating from
the Melakan period and have assimilated much of Malay culture.
Religiously, Malaysian Chinese are ei ther Buddhists,
Confucianists, Christians or proportionately small numbers of
Muslims. The majori ty of them live in the major ci ties and
towns of Malaysia. They are renowned as being hardworking, very
ambitious, intelligent and thrifty. They are capable in
handling money and are said to be harsh when it comes to money
matters. As such, to a large extent, it has made them the most
successful and dominant ethnic group in Malaysian business and
commercial activities (Yassin, 1990).
Like the Chinese, the Indians are the descendents of the
Indian emigrants du ring the nineteenth century. Thei r
population consists of Malayanis and Tamils (they are from
Tamil Nadu, state of southern India), Punjabis, Sikhs, Sinhis,
Gujeratis, Bengalis and Marwaris (They are from Northern India)
and the Ceylon Tamils (who came from Sri Lanka). The largest
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number in this ethnic group are the Tamils (80%) whilst the
Sikhs and the Malayalees form the minorities (Yassin, 1990).
Religiously, the vast majori ty of the Indians consist of
Hindus, while the rest are either Muslims, Sikhs, Buddhists,
and Christians.
The Indians are a less sophisticated group. They are less
educated compared to their Malay or Chinese counterparts. Like
the Malays, their kinship ties are strong and the elders and
leaders are well-respected by them. The Indian's bad
characteristic is that they like to get drunk in todi or samsu
(Indian alcoholic drink) (Yassin, 1990). This bad habi t among
the Indians has been a great concern to the Malaysian Indian
Youth Council (Majlis Belia India Malaysia). The president of
this council has seek the government's help to overcome this
problem by having restrictions in the selling of the drink
(Malaysia: Utusan Malaysia, 24th March 1991).
Ness (1967) quoted in Rabushka (1973:64) viewed the
characteristics of the Malays, Chinese and Indians as follow;
It is widely believed that the Chinese are achievement-
oriented, industrious, opportunistic, avaricious, and are
sharp business men. Malays are held to lack achievement
orientation, to be lazy, and to show a distaste of hard
labou r. At the same time they are believed to be loyal,polite and proud. The Chinese are believed to be self-
reliant, while the Malays rely upon government assistance
and protection a resul t of the spoon-feeding of
colonial protection. The estate Indians are generally
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considered to be low in mental ability, lacking in self-
reliance and achievement orientation. The urban
commercial class of Indians, on the other hand, share
many of the characteristics of the Chinese, especially in
commercial and financial matters; they are not, however,
thought to be as industrious or as work-oriented as the
Chinese.
2.2.2. Social Structure and Economic Segmentation
Peninsular Malaysia is a plural society2. It has more than
one main ethnic group which live harmoniously under one
poli tical system. These ethnic groups, however, perform
di fferent social and economic function. Emerson (1957) as ci ted
in Leng and Ting (1986: 87) suggests that differences in cui tur~
and economic achievements between these ethnic groups in this
mul ti-ethnic society generates some problems for national
uni ty. He wri tes,
divided from each other in almost every respect, the
peoples of Malaya (now Malaysia) have in common essen-
tially only the fact that they live in the same country.
In race, religion, language, culture, economic interests,
and the other attributes usually associated wi th the
existance of a nation whose outstanding characteristics
is not uni ty but profound diversi ty.
2 Furnivall (1939) cited in Rabushka (1973:14) defined a
plural society as "comprising two or more elements or social
orders which live side by side, yet wi thout mingling, in one
political unit". Rabushkha (1973:15) concluded that plural
society can be identified by: "(i) cultural diversity, (2) the
existance of poli tically organized cui tural communi ties, and(3) the overwhelming prominence of race in poli tics" .
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The major social differences between the Chinese. Indians
and the Malays are to be found in language, religion and
cultural preferences which range from the way they live, eating
habits to forms of celebration (Daud, 1985).
The majori ty of the Malay ethnic group live in rural areas
and engage in small-holder agriculture and fishing. Because
this group is poor, they normally engage in tradi tional
agriculture and fish farming which results in low productivity.
On the other hand, the urban Malays work in the government
bureaucracy, armed forces and police, and in manufacturing and
services sectors. However, although they are employees in the
manufactu ring and services sector, the majori ty of the Malays
are employed in lower level jobs (Young et. al., 1980).
In contrast, the Chinese are essentially the domestic
capi talist class. They have been established as the middle
class and represented an important economic group since the
colonial period. They dominate the modern sectors of the
economy and are found mostly in the urban areas. Whilst there
are poor Chinese as a group the Chinese own a significant
proportion of the means of production and are better off than
any of the other ethnic groups. Even though they are
economically at an advantage they lack power in parliment and
the government bu reaucrcy. They are disproportionately
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represented in the professions and have predominated in retail
trade, transport and commerce (Suryadinata, 1985).
The Indians. on the otherhand. are the minority and are
found in the modern agricultural sector in the rural areas,
i. e. plantations. There is some Indian ownership in the private
sector of the economy and they are fairly well-represented in
professional areas. The majori ty of the Indians in the
population have been confined to the low pay estate
agricul tural sector or the lower levels of government service
(Young et.al., 1980).
Table 2-2 below, illustrates the 1980 and 1985 employment
distribution by sector and by race. The data from this table
reveals that the majori ty of the Malays are engaged in
agriculture, forestry, livestock and fishing. While the Chinese
are mostly involved in the commercial and industrial sector.
The Indians are concentrated in the commercial, transport and
communication sector.
In addi tion, Table 2-3, display the employment by
occupation distribution wi thin each ethnic in 1980 and 1985.
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TABLE: 2-2
MALAYSIA: EMPLOYMENT BY SECTOR AND
ETHNIC GROUP, 1980 AND 1985
1980 1985
SECTOR MALAY CHINESE INDIAN OTHERS TOTAL MALAY CHINESE INDIAN OTHERS TOTAL
Agricul ture, Forestry,
Livestock,& Fishing 1,396.9 313.4 185.3 15.3 1,910.9 1,428.8 318.3 188.5 17.6 1,953.2
( % ) (73.1 ) (l6. 4) (9.7) (0.8) (lOO. 0) (73.2) (16.3) (9.6) (0.9) (lOO. 0)
Mining and Quarrying 27.2 43.8 8.5 0.6 80.1 21. 3 32.5 6.0 0.7 60.5
( % ) (33.9) (54.7) (10.6) (0.8) (100.0) (35.2) (53.7) (9.9) (1.2) (l00.0)
Manuf actu ri ng 308.8 380.8 60.7 4.8 755.1 352.7 394.1 75.4 5.8 828.0
( % ) (40.9) (50.4) (8.0) (0.6) (l00.0) (42.6 ) (47.6) (9.1) (0.7) (100.0)
Construction 105.6 144.3 17.3 3.0 270.2 147.7 206.4 20.8 3.8 378.7
( % ) (39.1 ) (53.4) (6.4) (1.) (l00.0) (39.0) ( 54 .5) (5.5) (1.0) (lOO. 0)
Electricity, Gas &
Water Supply 20.8 3.0 7.0 0.2 31.0 27.1 3.5 9.1 0.2 39.9
( % ) (67.1 ) (9.7) (22.6) (0.6) (100.0) (67.9) (8.8) (22.8) ( 0 . 5 ) (lOO. 0)
Transport, Storage
and Communication 110.2 73.3 24.9 1. 209.5 147.3 88.5 28.3 0.8 264.9
( % ) (52.6 ) ( 35.0) (11.9) (0.5) (lOO. 0) (55.6) (33.4) (10.7)(0.3) (100.0)
Wholesale, Retai 1 Trade
& Hotel and Restaurant 249.5 373.9 50.1 2.7 676.2 323.3 460.4 60.1 2.5 846.3
( % ) (36.9) (55.3) (7.4) (0.4) (l00.0) (38.2) ( 54 . 4) (7.1) (0. 3 ) (l00.0)
Finance, Insurance, Real
Estate & Buss. Services 28.9 43.3 5.8 0.3 78.3 38.8 55.0 7.4 0.4 101.6
( % ) (36.9) (55.3) (7.4) (0.4) (100.0) (38.2) ( 54 . 1) (7. 3) (0. 4 ) (100.0)
Government Services 389.2 195.8 64.2 9.0 658.2 506.0 221. 6 81.8 10.1 819.5
( % ) (59.1 ) (29.7) (9.8) (1.4) (lOO. 0) (61. 7) (27.1) (10.7)(1.2) (100.0)
Other Services 87.9 42.3 15.3 1. 9 147.4 108.7 46.3 18.8 2.1 175.9
( % ) (59.6 ) (28.7) (10.4) (1.3) (l00.0) (61.8) (26.3) (10.7) (1.2) (l00.0)
Total employed 2,725.0 1,613.9 439.1 38.9 4,816.9 3,101.7 1,826.6 496.2 44.0 5,468.5
( % ) (56.6 ) (33.5) (9.1) (0.8) (100.0) (56.7) (33.4) (9.1)(0.8) (l00.0)
------- ---
Source: Adapted from Malaysia: Fifth Plan (1986:102).
From Table 2-3 below, reveals that in contrast to the
Chinese and Indians, the Malays are awkwardly centered in the
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agricultural occupations. On the other hand, the Chinese are in
the administrative, managerial and sales posi tions, while the
Indian mostly concentrated in professional and production
occupations. The major point of interest in analysing the
di fferences in the occupational distribution among these
various ethnic groups is that it shows the relative economic
posi tions among the different ethnic groups.
The solution to the prolongation of this residential
imbalance and the occupational stereotypes are economically and
politically crucial to the country's unity. In order to
eliminate the racial discord and dispari ty between the various
ethnics groups, the Government is restructuring the society.
The Government is encouraging the private sector, especially
manufacturing, to employ workers from all races. The
government, therefore, is putting great emphasis on the
participation of the Malays in the private sector.
In comparison to other ethnic groups, the Malays are known
to be less urbanised. They are more concentrated in
agricul tural and government services occupations. Wi th regards
to occupations in production, the Chinese and to a lesser
extent, the Indians are the dominant groups controlling the
supervisory level compared to the Malays. However, at the
unskilled level Malays are predominant (Daud, 1985).
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TABLE: 2-3
MALAYSIA: EMPLOYMENT BY OCCUPATION AND
ETHNIC GROUP, 1980 AND 1985 (' 000)
----------------------------------------------------------------------------
1980 1985
OCCUPATIONAL GROUP (1) MALAY CHINESE INDIAN OTHERS TOTAL MALAY CHINESE INDIAN OTHERS TOTAL
------- -----
Professional and
technical (2) 154.9 97.5 29.7 6.0 288.1 193.9 115.5 39.8 7.5 356.7
( % ) (53.7) (33.8) (10.3) (2.1) (lOO. 0) (54.4) (32.4 ) (l1. ) (2.1) (100.0)
Administrative and
Managerial (3) 14.7 32.7 2.5 1.4 51.4 17.5 40.9 3.1 0.5 60.5
( % ) (28.6) (63.6) (4.9) ( 2 . 7) (100. 0 ) (28.2) (66.0 ) (5.0) (0.8) (lOO. 0 )
Clerical (4) 183.3 133.1 31. 2 3.1 350.9 224.7 152.9 36.1 2.1 415.8
( % ) (52.3) (37.9) (8.9) (0.9) (100.0) (54.0) (36.8) (8.7) (0.5) (100.0)
Sales (5) 146.4 292.2 31. 5 1.1 471.1 216.3 324.1 30.0 0.5 570.9
( % ) (31.1) (62.0) (6.7) ( 0.2) (lOO. 0 ) (37.9) (56.8) (5.2) (0.1) (lOO. 0)
Service (6) 231.6 139.8 41.8 5.1 418.2 305.2 164.4 51. 6.3 527.0
( % ) (55.4) (33.4) (10.0) (1.2) (l00.0) (57.9) (31. 2) (9.7) (1. 2) (100.0)
Agricultural (7) 1,369.8 315.6 163.9 15.1 1,864.4 1,402.6 327.2 158.6 19.0 1,907.4
( % ) (73.5) (16.9) (8.8) (0.8) (l00.0) (73.5) (l7.2) (8.3) (1.0) (l00.0)
Production (8) 624.2 603.0 138.5 7.11,372.8 741. 5 701.6 177 .5 8.1 1,628.7
( % ) (45.5) (43.9) (10.1) (0.5) (lOO. 0 ) (45.5 ) (43.1 ) (10.9) (0.5) (l00.0)
Total 2,725.0 1,613.9 439.1 38.9 4,816.9 3,101.7 1,826.6 496.2 44.0 5,468.5
( % ) (56.6) (33.5) (9. ii (0.8) (100.0) (56.71 (33.4 ) (9. ii (0.8) (100.0)
Notes:
1. Classification of the occupations is based on the Dictionary of Occupation Clssification, 1980,
Ministry of Labour.
2. Includes professions such as architects, accountants, auditors, engineers, doctors, dentists,
veterinary, surgeons, surveyors, lawyers, and also teachers and nurses. for Bumiputra, a
substantial proportion of those employed in this occupational group was made up of teachers and
nurses. These two groups were estimated to account for about 77,200 or 60.8 per cent of their
total in 1980 and 111,300 or 64.5 per cent in 1985.
3.Includes legislative officials, Government adiinistrators and managers.
4.Includes clerical supervisors, Government executive officials, typists, book-keepers, cashiers,
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telephone operators, and telegraph operators.
5. Includes managers (wholesale and retail trade), sales supervisors and buyers, technical salesmen,
commercial travellers, and manufacturers' agents.
6.Includes managers of catering and lodging services, working proprietors, housekeeping and related
service supervisors, cooks, and related workers.
7.Includes plantation managers and supervisors, planters and farmers, agricultural and animal
husbandry workers, forestry workers, fishermen, hunters, and related workers.
8.Includes production supervisors and general foremen, miners, quarrymen, well drillers, motor-
vehicle drivers, and related workers.
Source: Adapted from Malaysia: Fifth Plan (1986:104).
2.2.3. Income and Economic Dispari ties
In the period 1979-84 there was an increase in the income
of all ethnic groups but the distribution of income indicates
that there continued to be wide inequali ties among these
di fferent ethnic groups (See Table 2-4). This table reveals
that the Malays mean monthly household income increased from
M$296 in 1979 to M$384 in 1984. This figure is still lower than
what is received by the Chinese and Indians. The Chinese
received an increase from M$565 in 1979 to M$678 in 1984, which
is the highest amount received among the three ethnic groups.
Comparatively, the Indians form an intermediate group between
the Malays and Chinese. The Indians experienced an increase in
their mean monthly income from M$455 in 1979 to M$494 in 1984.
The income levels enjoyed by the Indian is higher than that of
the Malays but lower than the Chinese.
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TABLE 2-4
MEAN HOUSEHOLD INCOMES BY ETHNIC GROUP
IN PENINSULAR MALAYSIA, 1970 - 1984
AVERAGE ANNUAL
GROWTH RATE,
1980-84 (%)
ETHNIC GROUP MEAN HOUSEHOLD INCOME
($ Per Month)
1970 1979 1984
MALAY
CHINESE
INDIAN
172
394
304
296
565
455
384
678
494
5.3
5.9
3.7
Source: Adapted from Malaysia: Third Plan (1976:179) and
Malaysia: Fifth Plan (1986:99).
Table 2-5 shows the incidence of poverty and total poor
households among the three ethnic groups. In 1970, the table
reveals that a substantial amount (64.8%) of the Malays were in
the poverty group compared to the Indian (39.2%) and Chinese
(26%). Even though the figures shows a decrease for all ethnic
groups in 1976, the figure for the Malays still constitute the
highest among the three races. Wi th regards to the total poor
household in Peninsular Malaysia in 1970, 73.8% were the
Malays, 17.2% Chinese and 7.95% Indian. Whereas in 1976, 75.5%
were Malays, 15.9% Chinese and 7.8% Indians.
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TABLE 2-5
HOUSEHOLDS IN POVERTY BY ETHNIC GROUP
IN PENINSULAR MALAYSIA, 1970 and 1976
ETHN I C GROUP INCIDENCE OF
POVERTY (%)
1970 1976
PERCENTAGE OF TOTAL
POOR HOUSEHOLDS
1970 1976
MALAY 64.8 46.4 73.8 75.5
CHINESE 26.0 17.4 17.2 15.9
INDIAN 39.2 27.3 7.9 7.8
OTHERS 44.8 33.8 1. 0.8
TOTAL 49.3 35.1 100.0 100.0
-----
Source: Adapted from Malaysia: Third Plan (1976:180) and
Malaysia: Fourth Plan (1981:46-48).
From Table 2-4 and 2-5, it is obvious that Malaysia is
facing serious problems of income and economic dispari ties
among her different ethnic groups. These problems of poverty
and economic imbalance in the Malaysian society had been
fundamental obstacle to the bulding of a cohesive nation.
2.2.4. The National Language, Racial Integration and
Employment Opportuni ty.
As mentioned earlier in section 2.2.2, all the different
communi ties in Peninsular Malaysia have their separate
languages. However, after the 1969 riot the Gove rnment
introduced a National Education Policy wi th the Malays language
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or so called "Bahasa Malaysia" became the medium of instruction
and national language. Todate, it has been the main language
used in government and public sector. Nevertheless, English is
still being used as a second language since it is recognized as
the international language. Indeed it is being taught and
spoken widely in the country and also being used as the main
language in commerce and industry.
There is a pressing problem facing the Government in its
implementation of the Malay Language as a means for national
integration. It is the problem of getting jobs in the private
sector among school leavers. It was reported that majori ty of
unemployed quoted "poor standard or inabili ty to communicate in
English satisfactorily" as the reason for their failure to get
a job in the private sector. The problem arose because of a
mismatch between the medium of instruction in the educational
system and the work environment. Private sector organisations
rely on the use of English in thei r daily routines, whereas,
local education is in Bahasa Malaysia. Poor standards of
English were found especially among the Malays (Malaysia:
Utusan Malaysia, 12th June 1990).
In the next section, recognising the economic factor as
one which influences labour turnover (Moreton, 1974), the state
of the Malaysian economy and the emergence of labour turnover
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will be discussed.
2.3. The State of the Malaysian Economy and the Emergence
of Labour Turnover Problems
The role of economic factors (e.g. prevailing levels of
employment, alternative job opportunities, comparative pay
rates) as one of the main factors influencing labour turnover
cannot be denied (William et al., 1979). A considerable amount
of research has been undertaken to i nves tigate this
relationship. Corroboration has been found in numerous studies.
For instance, William et al., (1979) quoted that an inverse
rela tionship between labour turnover and the level of
unemployment has been found in the studies of Rice et
al. ,(1950), Long (1951), Behrend (1953), Tiffin & Phelan
(1953), Pearce (1954), Archnecht & Early (1972), Van der Merwe
& Miller (1975). William et al., (1979) further noted that in
the studies by Lane & Andrew (1955), Industrial Society (1973),
and Moreton (1974) it was found that an inverse relationship
between inflow of employment opportuni ties and local tu rnover
rates.
2.3.1. The Malaysian Economy.
Malaysia was al ready long-established in the agricul tural
sector when she received her independence in 1957. During the
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1950s and 1960s, the country's development relied mainly on her
raw commodities such as rubber, tin, palm oil, tropical
hardwoods, and pepper, as well petroleum and gas. The labour
situation on the other hand, as pointed out by Dunkley (1982)
was characterised by labour-surplus, exploi tation of worker$
and under-stength unions wi th little or no legal protection for
the labou r force.
In the late sixties and early seventies, however, this
picture changed as Malaysia shifted her economic policy towards
export-oriented industries. This policy was aimed at achieving
the goal of becoming a modern and industrialized nation. Under
this policy, the economy was diversified into one based upon an
expansion of its manufactu red exports. At this time the demand
for labour grew despi te the high workforce growth rate
(Dunkley, 1982).
Between the late 1970's and the middle 1980's, the
Malaysian economy experienced substantial changes following the
modernization and diversification of the economy in line with
the adoption of the New Economic Policy. It further saw rapid
expansion of the Malaysian economy wi th Gross Domestic Product
(GDP) growth averaging 6.2% per annum (Malaysia: Economic
Report 1988d).
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In 1987 the growth in the world economy affected the
performance of the Malaysia economy by increased growth in
demand for exports and increasing commodi ty prices. It is
reported that the real gross domestic product expanded at 5.2%
in 1987 and by a further 7.4% in 1988 (Malaysia: Economic
report 1988d). This rapid growth in the Malaysian economy,
brought about an increase in domestic demand activi ties, higher
public sector investment and a fairly strong external demand
for Malaysian products.
As a result of this economic improvement, the employment
outlook of the country also marginally improved. In 1988, total
employment grow by 3.4% which is just higher than the growth of
the labour force of 3.3%. On the otherhand, the unemployment
rate decreased to 8.1% compared to 8.2% for 1987 (Malaysia:
Economic Report 1988d). The rise in employment opportuni ties
can be observed mainly in the manufacturing sector. In 1987,
this sector accounted for 15.7% of the total employment and has
expected to increased to 16.4% in 1988 (Malaysia: Economic
Report 1988d).
The next section will discuss the progress of
industrialisation which has played an important role in the
creation of labour problems in Peninsular Malaysia.
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2.3.2.Progress of Industrialisation, New Employment
Opportunities and Problem of Labour Turnover.
Traditionally, Malaysia has been an agriculturally based
society. In the late 1960's, the government's aim was to
promote industrial growth (Dunkley, 1982) . To achieve this
goal, economic development was shifted from import substitution
to export promotion. It's main problem, however, was the
instability of its export earnings. To overcoming this problem,
the Government embarked on a program of industralisation and
economic diversification (Price Waterhouse, 1972). Included in
these programmes was the strategy of expanding manufactured
exports and raising capital accumulation by borrowing or by
foreign investment.
Industrialisation is a relatively new feature of the
Malaysian economy. In promoting industrialisation, a programme
of developing industrial estates wi th certain tax exemptions
was carried out by the Malaysian Government. This strategy is
aimed at encouraging foreign investors. Besides enjoying tax
relief, the industrial estates are also provided wi th good
roads, adequate water and electrici ty supply and in some
locations attractive credi t terms are offered to the investor
for standard factory buildings.
As a developing country relying heavily on foreign
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investment by multinationals and on increased manufactured
export, Malaysia cannot afford industrial instability.
Malaysian government publications for foreign investors
emphasise a labour market wi th low wage levels and cost of
living, restrictions on the right to strike, an abundance of
natural resources, and export oriented industrial projects
(Price Waterhouse, 1972).
The Malaysian government is trying to diversify the
economic base, upgrading skills and technology in the
industrial development process and this will provide good
opportuni ties for employment to the young and growing
population. This industrialisation programme will also build
economiG foundations as it will lead to an improvement in the
export earnings and increase in the share in world trade.
The program of industralisation, however, has been
beneficial to the manufacturing sector. Under the program, high
priori ty has been given to the manufacturing sector in
maintaining its role as the leader of economic growth. This
sector is expected to play an increasingly important role not
only in the Malaysian' s gross domestic product but also
providing more job opportunities. This posi tive view is
understandable when examined against the substantial number of
applications received and approved by MIDA for investment in
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the manufacturing sector. For instance, in the first eleven
months of 1988, 651 projects wi th a total proposed capi tal of
$3,244 million were approved by MIDA. This was 152.4% higher
than in 1987. The largest number of applications received in
1987 were for projects in the export - oriented industries such
as electrical and electronic, rubber products, textiles and
textile products, food manufacturing, wood and wood products
(Malaysia: Employment Trends, 1989a). The rapid output growth
in manufacturing since the 1970's could be associated with the
shi fting of domestic industrialisation from import substi tution
to export-oriented industries.
wi th regard to employment, this sector has contributed
15.7% of the total jobs in 1987 and is expected to increase to
16.4% after generating 78,600 jobs in 1988. It is expected to
accou n t for a to ta 1 of 999, 200 emp 1 oyees in 1988 compa red to
920,000 in 1987. This sector recorded the highest rate of
employment growth, averaging 7.6% per annum during the decade
(Malaysia: MIDA, 1988c).
This very posi tive performance in the manufacturing sector
has created a problem which has only recently become visible.
This is the high level of tu rnover among blue-collar workers. A
large number of occupations from an widening range of the
faster growing industries is now affected by this problem. The
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relatively high levels of employment turnover
workers encourages organisations to poach staff
fi rms by offering better employment terms and
(Malaysia: Employment Trends, 1989a). The result, of
to add to 1 abou r cos ts .
among these
from re; a ted
condi tions
course, is
A survey of labour turnover in 1987/88 revealed that
several occupations amongst the blue collar workers in the
manufacturing sector had exceeded the national average of
employment turnover. It noted that the relatively high rate of
voluntary turnover wi thin specific occupations increased as
well as the number of occupations and industries affected. In
addi tion, most industrialised states experienced high turnover
rates compared to less industrialised states in Peninsular
Malaysia.
2.3.3. The Racial Riot and The New Economic Policy.
Economic development in Malaysia following independence
had been somewhat uneven, al though the rate of economic growth
has been very impressive. Because of the government' s neglect
of the two existing crucial problems namely (1) Widespread
poverty and (2) serious racial imbalances in this uneven
economic development, racial riots broke out. The problems were
aggravated by increasing unemployment and led to the bloody and
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imfamous racial riots between MalaY$ and Chinese on 13th May
1969 which resul ted in hundreds of Malaysian dead.
To Malaysian society, the riots were a symptom of serious
discontent and social inequali ty among the main ethnic groups
in Malaysia. Consequently, it should deserve an immediate but
careful analysis from the government to redress the racial
imbalance that are considered unheal thy. The racial economic
imbalance was best illustrated by the income or weal th and
occupation or economic activi ty distribution (Refer to section
2.2.2 and 2.2.3 of this chapter).
In light of the danger of this incident, an immediate
response by the government to what was presumed a poli tical
manifestation of a crucial economic ill was the start of "The
New Economic Policy (NEP)" in 1971. The objectives of this
policy was to attain national uni ty through the two-pronged
strategy namely:
(a) eradicating poverty
increasing employment
regardless of race;
by raising income levels and
opportuni ties for all Malaysians,
(b) accelerating the process of restructuring Malaysian
society to correct economic imbalances, so as to reduce
and eventually elimate the identification of (ethnic
origin) wi th economic function (Malaysia: Second Plan,
1971: 1) .
Among the strategy to achieve the second prong of reducing
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economic imbalance through restructuring of society, the NEP
requires all organisations to design and implement policies
that leads to occupational levels reflecting the ethnic balance
of the country (Malaysia, 1973). The objective of this
requirement is to increase the creation of a commercial and
industrial communi ty among the Malays in order to that wi thin a
period of twenty years (1990), the Malays will manage at least
30% of the total commercial and and industrial activi ties in
all categories and scales of operations. In practice, though
there are no particular laws wi th reference to reservation of
quotas in respect of race in the employment, the common
perception among industries today is that they should hire at
least 50% Malays in their workforce on all levels of job
hierarchy (Alagandram, 1977).
The basic objective of NEP is to achieve national uni ty
and it has to be attained by the target year 1990. It's success
is based on the judgement that the Bumiputra should acqui re at
least 30% of the weal th ownership in commerce and industry and
employment should reflect the ethnic composi tion of the state
Le. targets of 30% Malay, 40% "Other Malaysians" and 30%
Foreign in 1990.
The implementation of NEP, however, has been misconceived
by the Non-Bumiputra and Bumiputra alike. Basically, the Non-
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Bumiputra were not satisfied and were not happy wi th this
policy. The Non-Bumiputras were cri tical of the allowance of
the distributed quota of 30% participation of bumiputra in
business and commercial activi ties. It repudiated them of thei r
existing share and they therefore tried to resist the NEP which
was seen as discrimating against them. However, for the ruling
party, especially after the 1969 riots, the launching of NEP
was fair and seemed to be fundamental to national unity. Its
ul timate goal was to redistribute equi ty participation,
employment and incomes among the
such a policy might reduce
races. It is believed that
and eventually eliminate the
identi fication of race wi th economic function. When employment
reflect the ethnic composi tion of the state the problem of
ethnic prejudices and national cohesion will finally be solved.
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CHAPTER THREE:
THE MALAYSIAN LABOUR SCENE
3.0. Introduction
The aim of this chapter is to review the labour
characteristics and development of the labour force and the
practices of employment in Peninsular Malaysia. It is divided
into four parts; the first begins with an examination of the
population, labour force, and employment growth. It is followed
by an overview of the demographic characteristics of the labour
force. The third introduces the labour market and manpower
development. The fou rth and final part, presents employment
condi tions and work envi ronments in Peninsular Malaysia. This
information, will demonstrate the past and present employment
practices normally adopted in Malaysian organisations. This
approach will enable the reader to understand the later
discussion of factors influencing voluntary labour turnover in
this country.
First, the opening part of this chapter will present the
population, labour force and employment growth in Malaysia.
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3.1. Population, Labou rforce and Employment Growth
3.1.1. Population Growth, 1986-1990
There is frequently a link between population growth and
the economic and social development of a particular country.
For instance, a rapid population growth will lead to a high
need for the creation of new job opportuni ties. On the other
hand, a slow population growth wi th high growth of employment
will lead to labour shortage in the labour market.
As mentioned in chapter two, Peninsular Malaysia has a
total population of about 14.6 million: This is significantly
higher than the total population of 12.9 million in 1985. As
shown in Table 3-1, the average annual growth rate in the
population in Peninsular Malaysia was 2.4% per annum du ring
1985 to 1986 lower than the 1981-85 growth rate of 2.5%. This
growth rate, however, shows a constant rate from 1985 till 1990
- see Table 3-1 (Malaysia: Fifth Plan, 1986). The increased
population growth in Peninsular Malaysia since 1981 suggests a
favourable one in terms of providing adequate manpower in order
to attract foreign investors to invest in the country.
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TABLE 3-1
POPULATION Of PENINSULAR MALAYSIA:
AVERAGE ANNUAL GROWTH RAT E, 1980-1990 (PERCENTAGE)
1980 1985 1990 Average annual growth rate_
'000 , 000 '000 1981-85 1985-86 1986-90
11,473.0 12,968.8 14.605.2 2.5 2.4 2.4
Source: Malaysia: fifth Plan (1986:129).
3.1.2. Labour Force and Employment Growth
The total labour force in the country shows an increase
between the years 1980 and 1990. From 5.1 million in 1980 it
increased to 5.9 million in 1985 at an average growth rate of
3.0% pe r annum. From 1986 to 1990 it was es tima ted to reach 6.8
million, an increase of 2.8% per annum. The labour force is
growing at a faster rate than Malaysia's population in general
- as revealed in the Fifth Malaysian Plan (1986). The high
growth of labou r force rate is due to the increased rate in
working ages1 and overall female labour force participation
rates. The average annual growth rate in the population in this
period is estimated at 2.4% per annum whereas the working age
1 "Working age is defined in the Fifth Malaysia Plan
(1986:136) as "those in the age group 15 - 64".
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population is estimated to grow at 2.7% per annum (Refer to
Table 3-4 and 3-5).
As a result of the investment boom in Peninsular Malaysia,
employment prospects show an improvement after late 1986. This
is related to the government's strategies of promoting
employment on the basis of industrialisation. The influx of
investment, especially from Taiwan and Singapore, provides new
employment opportunities in the labour market. During the year
1985-90, 880,800 additional entrants will join the labour
market producing a total of 6.8 million of the labour force.
Most of them are school leavers who seek employment for the
first time (Malaysia: MIDA, 1988c).
In 1988, it was reported that the total in employment grew
at 3.4% whereas the labour force grew at 3.3% (Malaysia:
Economic Report, 1988d). Consequently, the unemployment rate
decreased to 8.1% of the labou r force. As employment
opportuni ties improved in Peninsular Malaysia shortages in the
labou r market started to appear.
3.1.3. Ethnic Composi tion
The annual population growth
varies significantly among the
rate in Peninsular Malaysia
di fferent ethnic groups. The
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Malay population increases at an average annual growth rate of
3.0% during the period 1986-90. For the Chinese it increases at
1.5% and for the Indian at 1.9%. The higher fertility rate of
the Malays has enlarged the proportion of Malays in the
population from 56.5% in 1985 to 58.1% in 1990 (See Table 3-2).
This fu rther reduces the porportion for the Non-Malays. These
variations in ethnic population growth rates are expected to
continue and widen over the coming years (Malaysia: Fifth Plan.
1986) .
TABLE 3-2
POPULATION OF PENINSULAR MALAYSIA BY ETHNIC GROUP:
AVERAGE ANNUAL GROWTH RATE, 1980- 1 990 (PERCENTAGE)
1980 1985 1990
ETHNIC GROUP
, 000 % , 000 % '000 %
MALAY 6,324.4 2.9 7,325.6 2.7 8,493.0 3.0
CHINESE 3,894.3 1.7 4,248.4 2.0 4,579.2 1. 5
I ND I AN 1,17B.9 2.1 1,311.9 2.3 1,441.1 1.9
OTH ERS 75.4 1. 9 82.9 2.1 91.9 2.1
Sou rce: Malaysia: Fifth Plan (1986:129).
The ethnic composi tion of each state in Peninsular
Malaysia is varied. The majority of the non-Malays like to live
in the most industrialised states of the country whereas the
Malays are the dominant group in less industrialised states.
The breakdown of the population by ethnici ty for every state
can be seen in Table 3-3. Most of the three races can be found
in five of the states in Peninsular Malaysia. These states are
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Penang, Selangor, Johore, Perak and Federal Territory. The
population of the other states is predominantly Malay wi th
small proportion of Chinese. Indian and others ethnic groups.
TABLE 3-3
POPULATION BY STATE ('000):
ETHNIC COMPOSITION IN PENINSULAR MALAYSIA.
STATE MALAY CHINESE INDIAN OTHERS TOTAL
PERAK 808 737 256 4 1,805
JOHOR 898 629 108 2 1,638
SELANGOR 671 567 269 8 1,515
KEDAH 802 208 87 18 1,116
FEDERAL T ERRI TORY 339 514 141 10 1,003
KELANTAN 830 48 7 9 894
PULAU PINANG 312 521 109 11 954
PAHANG 532 210 55 2 799
NEGERI SEMBILAN 265 210 97 2 574
TERENGGANU 510 27 3 1 541
MELAKA 249 177 36 3 465
PERLIS 116 24 4 4 148
Sou ree: Malaysia: Information Year Book (198ge:18)
The next part of the chapter looks at the demographic
characteristics of Malaysian manpower in relation to labour
turnover. The size of the available workforce is determined by
a variety of demographic, social and economic factors. The
total population, its rate of increase or decrease, the numbers
in the di fferent ethnic groups, working age, the sex
composi tions and the educational structures determine the
number of persons who will seek employment.
It is important to note that any discussion of the
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demographic characteristics of each race is limi ted by a lack
of data. It is for this reason that outdated data is used.
3.2. Demographic Characteristics
3.2.1. Skill Structure and Working Age.
Table 3-4 reveals variations in growth rates among various
age groups. The population below 15 years of age shows a
decline in proportion from 37.3% in 1985 to 36.0% in 1990.
Similarly, for the age group 15-24 there is a decline from
21.0% to 19.8%. However, for the age group of 25 and above, it
shows an increase in their proportion from 21.5% in 1985 to
22.8% in 1990 (See Table 3-4).
TABLE 3-4
PENINSULAR MALAYSIA: POPULATION SIZE
AND AGE STRUCTURE, 1980-90.
AGE 1980 1985
GROUP , 000 % ' 000 %
1990
'000 %
AVERAGE ANNUAL
GROWTH RATE(%)
81.85 86-90
1.5 1.7
2.2 1.2
3.8 3.6
3.2 3.5
3.2 3.5
2.3 3.3
00-14 4,484.0 39.1 4,835.1 37.3 5,263.2 36.0
15.24 2,436.9 21.2 2,726.3 21.0 2,891.0 19.8
25-39 2,301.220.1 2,789.221.5 3,333.722.8
40-54 1,310.011.4 1,535.311.8 1,833.312.6
55-64 515.7 4.5 605.6 4.7 721.3 4.9
65 + 425.2 3.7 477.3 3.7 562.7 3.9
Source: Malaysia: Fifth Plan (1986:130).
The total population of Malaysia was about 17.9 millions
in 1990 of which the working age group was expected to grow at
2.7% per annum, to a total of 6.8 million during the period
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1986-90. From Table 3-5 below, it is observed that the average
annual growth rate for the new labour market entrants aged 15-
19 declines at 0.3% per annum during the period 1986-90. Their
proportion in the labou r force decreases from 10.9% in 1985 to
9.4% in 1990. Equally, the age group 20-34 also shows a decline
in their average annual growth rate of 2.8%. Age groups 35-44
and 55-64, however, show an increase in their average annual
growth rate but at a lower percentage rate (See table 3-5).
TABLE 3-5
PENINSULAR MALAYSIA: LABOUR FORCE GROWTH, 1980-90
AGE 1980 1985 1990 AVERAGE ANNUAL
GROUP , 000 % '000 % '000 % GROWTH RATE (%)
81-85 86-90
--------------
15-19 556.7 13.1 533.6 10.9 525.6 9.4 -0.8 -0.3
20-34 2,044.6 48.0 2,427.8 49.5 2,780.8 49.6 3.5 2.8
35-44 831.3 19.5 992.7 20.2 1,198.4 21.4 3.6 3.8
45-54 559.3 13.1 654.1 13.3 756.2 13.5 3.2 2.9
55-64 267.9 6.3 299.4 6.1 342.3 6.1 2.2 2.7
TOTAL 4,259.8 ioo. 4,907.6 ioo. 5,603.3 ioo. 2.9 2.7
Sou res: Malaysia: Fifth Plan (1986:130).
Generally, the fi rst entrance in the job for the
production and related workers category are among the age group
15 to 24 years old. As reported by the Malaysia Manpower
Department (1987b) most job seekers who are successfully placed
for this category are those wi th an average age of 15 - 24. In
1985- 1988, abou t hal f of those who registered at this
department and are successfully placed in appropriate vacancies
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were from the 20-24 age group, followed by those in the 15-19
age group (Malaysia: Manpower Department, 1987b).
Similarly, a consultant's report (Malaysia: JSEC, 1989d)
in Johore reveals that about half (50.1%) of the industrial
workers are less than 25 years old. The average age for the
workers is about 27 years. Among the ethnic groups, the Malays
have the lowest average age wi th about 26 years, the Chinese
with 27.6 years and the Indian with 26.6 years. In Penang, a
study by Othman and Abdu llah (1983) shows tha t abou t a thi rd of
thei r respondents are among 30-39 age group, a quarter between
20-29 and the rest are over 40 years old.
3.2.2. Skill Structure and Sex Composition
Table 3-6 shows the Malaysian population by sex. Among the
Malays there are more females than males, but the picture was
reversed among the non-Malays.
Table 3-6:
Population by Sex Ratio, 1980 (percentage ratios in brackets)
Peninsular Malaysia Male Female
Malays 49.6 50.4
Chinese 50.1 49.9
Indians 51.3 48.7
Others 51.4 48.6
Source: Malaysia: Information YearBook (1989c:19).
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Table 3-7 below shows the distribution of employment in
the manufacturing sector by sex groups. It is clear that
amongst the skilled, semi-skilled and unskilled workers who are
di rectly employed there is a slight majori ty of females. Local
reports also reveal similar patterns for males and females in
Johore (Malaysia: JSEC, 1989d) and Penang state (Othman and
Abdullah, 1983).
3.2.3. Skill Structure and Marital Status
The fndings of most studies on mari tal status in relation
to production and related workers are contradictory. For
instance, in their study, Othman and Abdullah (1983) found that
82% of their respondents were married and 16% were single
workers. Whereas the consul tant' s report shows that 65% of
thei r total wo rke rs we re si ngle. Addi tional 1 y , in the same
consul tant report similar patterns of mari tal status were also
found among each race. According to this report, this finding
was expected because most high labour intensive industries
would prefer to employ young female workers (Malaysia: JSEC,
1989d) .
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Category of Workers
Total Paid Employees (Full Time)
1. Managerial and Professional
i) Professional
i i) Non- Professional
2. Technical and Supervisory
3. Clerical & Related Occupation
4. General Workers
5. Workers Directly Employed
i) Skilled
ii) Semi'skilled
iii) Unskilled
6. Workers Employed through
Labour Contractors
i) Skilled
ii) Semi'skilled
ii i) Unski 11 ed
Table: 3-7
Employment in the Manuf actu ring Indus tries 1986/1987
Total Malaysian and Non-Ci tizens
-----
1986 1987
Total * Male female Total * Male Female
468,671 249,007 219,664 507,102 261,564 245,556
-------
10,197 9,348 849 10,713 9,727 986
10,618 9,457 1,161 10,884 9,657 1,227
43,223 35,914 7,309 46,117 38,186 7,931
40,405 18,041 22,364 42,060 18,725 23,335
24,472 19,896 4,576 25,479 20,685 4,794
122,956 50,604 72,352 129,765 50,945 78,820
51,785 27,722 24,063 58,936 29,471 29,465
120,974 52,751 68,223 138,932 57,962 80,970
13,023 9,219 3,804 16,923 9,744 7,179
12,322 7,331 4,991 11,154 7,213 3,941
18,696 8,724 9,972 16,139 9,231 6,908
Note: * Total number of persons engaged during December 1986 and
1987 or the last pay period 1986 and 1987
Source: Malaysia: Ministry of Human Resources (1986b:25).
3.2.4. Skill Structure and Education Background
In Peninsular Malaysia, the government has put great
emphasis on education since independence. The purpose is to
provide a trained and skilled workforce to work in the labour
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market in the future. The education system started wi th primary
school (standard one to six). Those who pass then proceed to
secondary school (form one to upper six). During form three (at
the age of 15), the students have to sit a Lower Certificate of
Education. After passing this exam, they will proceed to forms
four and five. Generally at the age of seventeen (form 5) they
have to si t another exam known as the Malaysian Certificate of
Education. Corresponding to form four and five is the technical
and vocational education provided by most vocational schools.
Those who pass have to spent two more year in lower and upper
six. If they pass the Higher School Certificate (upper six)
with good results, they can then proceed to university studies.
Those who fail in each stage are either to continue their study
through private school or end their student life by entering
the job ma rket.
Wi th regard to education background for production and
related workers, it seems that the majority have lower
secondary education. A consultant's report in Johore noted that
41% of the production and related workers are among those wi th
lower secondary education, followed by 34% wi th upper secondary
education. Primary education accounts for 16.5%, 7% wi th
tertiary education and about 1% with no formal education. There
are some graduate workers but most of them are probably
unemployed graduates who have no other choice but to undertake
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such jobs as temporary employment. There are similar
distribution levels of education among the various races except
that the non-Malays have a higher proportion wi th tertiary
education compared to the Malays (Malaysia: JSEC, 1989d).
3.3. Labour Market and Manpower Development
3.3.1. Job Availability and Vacancies
The remarkable success of the Malaysian economy after
recovery from the 1985-86 recession indicates a turning point
in the progress of the employment si tuation in this country.
Private investment in most parts of the country has created an
unexpectedly high need for both skilled and unskilled workers
in most industries. The investment boom generated a rate of job
creation which is higher than the rate of new jobseekers
entering the labour market (Malaysia: Employment Trend, 1989a).
Like previous years, most of the investment projects
approved come from the private sector. It is, therefore, not
surprising that the main contributor to job creation has been
the manufacturing sector beside agriculture, forestry and
fishing. In contrast, the public sector in this country does
not contribute much to employment growth (Malaysia: Economic
Report, 1988d). (There is a more comprehensive discussion of
the manufacturing sector in section 2.3.2 of chapter two). This
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view is based on the large number of investment projects
approved by MIDA for this sector (See Table 3-8). Upon
completion, these projects are estimated to increase thei r
proportion of total employment (See Table 3-9).
TABLE 3-8
INDUSTRIAL PROJECTS GRANTED APPROVAL BY INDUSTRY,
1986 AND 1987.
Industry Numbe r Potential
Employment
1986 1987 1986 1987
----- ------- -------------
Food Manufacturing 67 28 6,676 2,064
Beverages & T abacco 3 3 154 392
Textiles products 32 44 4,576 6,770
Wood Products 14 22 1,503 6,663
Furniture & Fixture 3 2 251 286
Paper, Printing & Publishing 10 13 679 1,082
Chemicals Products 29 15 1,645 848
Petroleum & Coal 6 359
Rubber Products 20 56 1,981 7,762
Plastic Products 22 9 948 1,406
Non-Metallic Mineral Products 28 8 1,444 876
Basic Metal Products 11 21 881 1,757
Fabricated Metal Products 36 11 1,626 954
Machinery Manufacturing 11 7 1,421 588
Electrical & Electronic Products 56 71 9,201 24,666
Transport Equipment 85 15 5,614 1,892
Scienti f ic & Measu ri ng Equipments 4 405
Miscel laneous 10 8 866 1,773
TOTAL 447 8 40,230 59,779
Source: Malaysia: MIDA Annual Report (1987a:12)
Table 3-9 discloses that some changes in the proportions
of the labour force employed in various sectors occured between
1987 and 1988. The most significant change appeared to be the
decline in the average annual growth rate of the labour force
employed in agriculture, forestry, and fishery, where it
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declined from 3.8% in 1987 to 1.7% in 1988. In contrast, the
annual growth rate of the labour force employed in
manufacturing registered an increase during the same period.
Table 3-9, shows that the manufacturing sector has generated a
signi ficantly large number of new jobs in the country compared
to the other sectors. It estimated to account for a total of
1,012,600 workers (16.4% of the total employment) compared to
920 , 600 (15. 7%) in 1987.
TABLE 3-9
MALAYSIA: EMPLOYMENT BY SECTOR (1987/88).
(in 000')
Sector 1987 1988 Average Annual
Growth Rate (%)
1987 1988
Agricul ture, Forestry,
Livestock,& Fishing 1,876 1,908.3 3.8 1. 7
Mining and Quarrying 36.7 37.2 0.5 1.4
Manufacturing 920.6 1,012.6 7.0 10.0
Construction 354.6 356.4 -7.2 0.5
Electrici ty, Gas &
Water Supply 44.2 45. ° 2.1 1.8
Transport, Storage
and Communication 254. ° 261.1 2.2 2.8
Wholesale, Retai 1 Trade
& Hotel and Restaurant 1,017.4 1,070.3 4.6 5.2
Finance, I nsu rance, Real
Estate & Buss. Services 205.5 211.6 1.1 3.0
Government Services 835.9 844.3 0.9 1.0
Other Services 335.9 340.7 3.5 1.4
Source: Malaysia: Hinistry of Human Resources (1987b:19)
The posi tive development of private investment in
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manufacturing is also shown by the number of vacancies reported
in this sector. In the first five months of 1989, there were a
total of 12,220 vacancies reported to the Manpower Department
of the government. This is an increase of 51.9% over the
corresponding period of 1988 (8,047 vacancies). The sector's
share of the total reported vacancies rose from 55.0% to 60.8%
(Malaysia: Employment Trend, 1989b).
TABLE 3-10
VACANCIES REPORTED TO MANPOWER DEPARTMENT:
BY OCCUPATIONAL GROUPS, 1987-89.
OCCUPATIONAL GROUP 1987 1988 JAN-MAY 1989
VACANCIES % CHANGE VACANCIES % CHANGE VACANCIES % CHANGE
Production workers,
Transport Equipment
& Related workers
Clerical & Related
workers
Sales Workers
Services workers
Others
17,695 15.8 32,858 85.7 14,152 56.2
6,044 37.8 2,896 27.4
2,488 -4.9 833 -29.1
2,877 14.1 770 -31.6
2,611 -19.4 1,460 47.6
4,385
2,617
2,522
3,238
5.1
-19.1
47.9
-46.4
Note: % change refers to annualised rate of change.
Source: Malaysia: Employment Trend, 1989b.
Job vacancies, however, have largely favou red production
and related workers. Here the rate of job creation has
continued to be significantly higher in 1989. During the first
five months of 1989, a total of 14,152 vacancies for these
groups of workers were reported to the Manpower Department out
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of a total of 20,111 vacancies compared to 32,858 for the whole
year of 1988 (See Table 3-10) which indicates a growing trend.
3.3.2. Shortage of Manpower and the Labour Turnover Problem.
A sizeable number of job vacancies for production and
related workers reported to the Manpower Department, reflected,
the existance of a manpower shortage in the country.
Eventhough, labour shortage is a comparatively new phenomenon
to this country, its effects are enormous, destructive and can
consequently be a barrier for further economic growth (Hoo et
al. , 1991). Figures released by the Malaysian Industrial
Development Authori ty as ci ted in Hoo et al., (1991),
demonstrate that labour shortage is the main problem leading to
inabili ty to carry out 21.1% of projects approved in the year
1981 to 1989.
According to Hoo et al., (1991), the labou r shortage
phenomenon in Malaysia is caused by several factors; the
extensive growth in industrialisation, migrations of Malaysians
to other countries, the mismatch of supply from educational
institutions, and the high mobility of labour in the face of
unattractive wages and condi tions.
For whatever reasons, this unfavou rable development adds
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to the competitive nature of the labour market in the country.
Industries in the industrialised states which were unable to
offer competitive wages and employment condi tions were reported
to have difficul ty in attracting a sufficient number of
production workers (Hoo et. al., 1991). The total percentage of
industry encountering inadequate labou r is displayed in Table
3-11. Addi tionally, f igu res released by the chai rman of the
Penang Free Trade Zone Companies' Association illustrated that
there was a shortage of 12,000 workers in Penang alone. Other
surveys carried out by the Federation of Malaysian
Manufacturing reveal that in Penang and Negeri Sembilan, 75% of
those companies' responses indicated a shortage of workers (Hoo
et al., 1991). Respondents encountering inadequate labour
conditions in other states can be seen in Table 3-12.
The problem of labour shortage has been questioned by some
researchers (Hoo et al., 1991). In commenting upon the figures
released by the Manpower Department wi th regard to the
unemployment rate in Malaysia these researchers claim that
Malaysia has not yet reached the full employment stage. This is
due to the fact that there are still 200,000 people who are
jobless and could be mobilised. This claim seems to support an
earlier statement made by Anshar (1991), who cited similar
figures for the unemployed. According to this author, the high
level of the jobless population are related to the
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unwillingness of several companies to implement certain
measures such as the provision of attractive pay, accomodation,
location of production facili ties and childcare centres at the
workplace.
Table 3-11:
Respondents Encountering Inadequate Labour: By Industry Group
Industry Group "Yes" Count No of Responses
Textile
Rubbe r
Paper, Printing and Publishing
Plastics
Non-Metalic Mineral
Food Manufacturing
Fabricated Metal
Transport Equipment
Electrical and Electronics
Chemical
Basic Metal
Beverage
Petroleum and Coal
Tobacco
Leather
Wood including Furniture
Machinery Manufacturing
Scientific & Measuring Equipment
Miscellaneous
Affiliate Member
5
7
5
6
8
10
3
3
8
4
1
1
o
o
o
1
1
o
3
1
5
8
6
B
12
16
5
5
15
13
2
2
2
2
1
1
1
1
3
2
Total 67 110
Source: Hoo et al., (1991), "Where have all the workers gone?", Business Section, The Star, Malaysia,
Friday, Febuary 1, pp.2-3.
The labour shortage problem has further led to serious
tightening of the labour market in most parts of the country.
As a result it causes a high rate of voluntary labour turnover
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among industries, particularly, the fi rms offeri ng less
attractive employment terms and condi tions. The level of
voluntary turnover was attributed partly to the great need for
these workers and in turn encouraging the workers to demand a
more favou rable provision of employment terms and condi tions.
Malaysia Employment Trend (1989a) reported that the industries
wi th the highest tu rnover rates were Textiles, Wood and Wood
Products and Electrical and Electronic products.
Table 3-12:
Respondents Encountering Inadequate Labour: By State
---------
State "Yes " Count No of Responses
------------------------
Penang 6 8
Negeri Sembilan 3 4
Johor 13 18
Malacca 5 7
Perak 6 10
Selangor 26 45
F.Territory K.Lumpur 7 15
Kedah 1 1
Perl is 0 1
Sarawak 0 1
Malaysia 67 110
---------------------- ------
Source: Hoo et al., (1991), "Where have all the workers gone?", Business Section, The Star, Malaysia,
Friday, Febuary 1, pp.2-3.
In confronting problems of obtaining enough workers to
step up their production in this competitive labour market,
several costly efforts have been undertaken. Hoo et al., (1991)
reported that fierce competi tions for workers can be seen from
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full-page, full-colour recruitment advertisments published in
national dailies, armed wi th vans and loud hailers which go
into the villages in order to attract the unemployed young
people to their organisations. Other methods adopted to attract
the unemployed were the use of huge banners, hanging across the
fences of factories, displaying their attractive wages and
perks. Some organisations even provide monetary incentives for
current workers to persuade their friends or relatives to join.
However, while a serious labour shortage confronted most
companies, it was reported that recruitment advertising
agencies were making tremendous profi ts from their work on
designing advertisments to attract workers. An unofficial
report as qouted in Hoo et al., (1991) estimated that
advertising expenditure amounted to M$50 million in 1990, and
were forecasted to maintain similar figures this year.
3.3.3. Manpower Development
Rapid growth in the manufacturing sector resul ts in demand
for large numbers of workers wi th new skills mainly in the area
of production, robotics and computer control. The relatively
tight labou r market has persuaded the government to take
sui table measures to improve skills and to ensure an adequate
supply of these workers. Recently, therefore, the needs and
development of skilled manpower have been identified seriously
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under the Industrial Master Plan and the Fifth Malaysia Plan
(Malaysia: Labour and Manpower Report, 1987b).
Before the introduction of IMP, the training of skilled
workers was conducted by various Ministries such as the
Ministry of Labour, the Ministry of Youth and Sport, the
Ministry of Education and the Ministry of Rural Development
through their training institutions. The total number of
registered trainees and the scope of the courses conducted in
each institution, however, were limited and not well
coordinated. This limi ted output allied to the rapid growth in
the manufacturing sector wi th its strong demand for skilled and
semi-skilled manpower has led to labour shortages. The output
of skilled and semi-skilled manpower from these institutions
can be seen from Table 3-13.
Since the supply of manpower is still a problem to the
country and in order to ensure that the supply of manpower
could meet the demand, the government has taken measures to
improve the supply. A thorough review of the country's
educational and training requirements is understudy. This
focusses especially in human resources development after
considering the opinion suggesting that there was a mismatch in
the educational system in the country and the demands of the
economy (Malaysia: Labour and Manpower Report, 1987b). As a
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resul t, a signi ficant expansion of training centres and
programmes was made to increase the supply of skilled manpower.
For instance, an addi tion of three secondary vocational
schools, three polytechnics, three Industrial Training
Insti tutes (ITI), and one MARA Vocational Insti tute (IKM) took
place. with the establishment of these institutions, the output
of skilled and semi-skilled manpower increased by 38.4%
(Malaysia: Fifth Plan, 1986).
Table 3-13:
MALAYSIA: ENROLMENT AND OUTPUT OF SKILLED AND SEMI-SKILLED
MANPOWER FROM PUBLIC TRAINING INSTITUTIONS, 1980-90.
Enrolment Increase (%) Outpu t
Institution 1980 1985 1990 81-85 86-90 1986 1987 1988 1989 1990 81-85 86-90
Voca tional
schools 12,675 13,883 35,455 9.5 155.4 8,062 10,605 10,943 13,827 16,658 32,664 60,095
Technical
schools 5,370 6,230 6,080 16.0 -2.4 2,960 3,040 3,040 3,040 3,040 14,433 15,120
Youth
Training
Centers 975 750 1,203 -23.1 60.4 810 837 851 852 821 3,792 4,171
Indus t ria 1
Training
Institutes 1,472 2,843 10,330 93.1 263.4 3,283 4,225 5,716 6,549 7,085 7,829 26,858
MARA
Vocational
Ins ti tutes 4,198 4,801 6,647 14.4 38.5 2,698 3,004 3,340 3,872 4,336 10,794 17,250
Polytechnics 2,030 5,373 11,995 164.7 123.3 2,003 1,991 2,753 3,203 3,625 5,663 13,575
Source: Adapted from Malaysia: Fifth Plan (1986:153).
Regardless of the high rates of expansion of output from
skill training institutions, the shortage of skilled and semi-
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skilled workers was expected to continue as a national problem
in the 1990s. Initiatives were, therefore, taken by various
Ministries to set up new training insti tutions and programmes
in order to ensure that there was an adequate supply of skilled
and semi-skilled manpower in line with the requirements of
industry. The Ministry of Youth and Sports, for instance, has
set up an Advance Vocational Training Center in Sepang,
Selangor so as to meet the demand for highly skilled labour
such as tool and die makers and skilled mechanics. Besides, the
Manpower Department, the Ministry of Labour have also set up
the Center for Instructor and Advance Skilled Training (CIAST)
which puts emphasis on hi-tech and engineering training. Apart
from these, the government also established the National
Training Council (NVTC). Some of the objectives are:
i) To coordinate planning and development activi ties andprogrammes on vocational and industrial training
conducted by publ ic bodies
ii) To encourage, assist and develop skilled and semi-
skilled vocational training programmes; and
iii) To determine the level of skills acquired
commensurate wi th the level of technology development
(Malaysia: Labour and Manpower Report, 1987b:35).
Besides the establishment of these training institutions,
on-si te training and in-service training are also partly
responsible for the supply of skilled and semi-skilled workers.
Several in-service training programmes are being carried out by
public sector agencies such as the National Electrici ty Board
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(NEB), the Public Works Departments (PWD), the
Telecommunications Department and The Standards and Industrial
Research Insti tute of Malaysia (SIRIM). These public sector
skill training efforts are also being complemented by the
private sector in providing in-service and on-the-job training.
This, however, is to cater for thei r own needs. The strong
support from the private sector in training is also evident
from their involvement in the development of trade standards
and syllabi for industrial training together wi th the Manpower
Development Board and The National Industrial Training and
Trade Certification Board (NITTCB) (Malaysia; Fifth Plan,
1986) .
In line with the high demand for semi-skilled and skilled
manpower, and considering the implication of labour shortage to
the country's development, the government intends to put
greater emphasis on human resources development during the
fifth plan period. The development of skills will be the centre
of attention in human resources development and is especially
adjusted to meet the skill needs of the economy. In addition, a
more co-ordinated and effective approach to manpower
development planning will also be highlighted (Malaysia: Fifth
Plan, 1986).
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3.4. Employment Condi tions and the Work Envi ronments
The relative lack of data on employment condi tions and
envi roments and its influence on voluntary labour tu rnover in
Peninsular Malaysia, leads to difficul ties in making a clear
statement of the situation. However there are a few studies by
local researchers such as Dunkley (1982), Othrnan and Abdullah
(1983), Daud (1985), Yun et al., (1986), Hoo et al., (1991) and
Anshar (1991) which are available but not directly relevant to
this study2.
3 . 4 . 1. Wages.
Comparatively, wages in Peninsular Malaysia are much lower
than in many other Asian countries (See Table 3-14). Since the
wages paid in most parts of the country are still low, a number
of skilled workers are reported as migrating to other countries
which offer far better wages. In Singapore, the new open door
policy to recruit foreign workers has attracted some skilled
Malaysian workers (Malaysia: The Star, 29th April 1988a).
Similarly, Hoo et al., (1991) recorded that 17,000 Malaysian
skilled workers were found to be working illegally in Taiwan,
2. All the studies mentioned above do not directly study
labour turnover issues. But to some extent their discussion canbe used indirectly or as an analogy to explain the issue of
labour turnover in Peninsular Malaysia.
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and 1,865 in Japan. Thousands of Skilled Malaysian workers were
also reported to be working in Singapore, Australia, New
Zealand, and the Middle East where better wages are offered.
Low rates of pay for labour stem from previous government
policy. Dunkley (1982) described that in the 1970s, Malaysian
government policy was to emphasise foreign investment in the
country's economic development. To support this policy, it took
the risk of encou raging a low level wages. This, however,
resul ted in the exploi tation of Malaysian labour through low
income.
TABLE 3-14:
COMPARISON ON WAGES BETWEEN ASIAN COUNTRI ES
WAGES PER HOUR IN SEMI -CONDUCTOR INDUSTRY:
FOR WOMEN WORKERS (IN U.S.DOLLAR)3
COUNTRY WAGE WAGE AND FRINGE BENEFITS
Hong Kong $ 1.15Singapore .79South Korea .63Taiwan .53
Malaysia .4B
Philippines .48
Indonesia .19
Source: Yun, Hing Ai and Talib, Rokiah,
Women and Work in Malaysia (1986:11).
$ 1.20
1. 25
2.00
.80
.60
.50
.35
In supporting his statement, Dunkley gave a clear example
3 The exchange rate of Malaysian ringgit (M$) to U.S.
Dollar (US$) was approximately M$2.19 = US$1.00 in 1979 and
M$2.60 = US$1.00 in 1986.
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of wage exploitation by presenting a case from 1979 in a
Japanese Mul tinational in the Sungai Way Free Trade Zone near
Kuala Lumpu r. In this mul tinational, the unskilled females who
worked 48 hours a week on shifts were paid between 67 cents and
M$2 an hour. These workers were paid low wages and worked in an
unhealthy industrial environment. Hence, Dunkley pointed out
that in 1980, the union leader had claimed the electronic firm
to have exploi ted these workers through inappropiate wages, and
often discharged workers without justification.
Up to now, in Peninsular Malaysia, there is no statutory
minimum wage rate for manufacturing and processing industries.
The minimum wage rates are only furnished for retail, hotel
catering and cinema trades. Wi thout a statutory minimum wage
rate for industrial workers wage rates have varied from
industry to industry. MIDA (1988c) indicates that wages in
Malaysia are generally determined by market forces and the
negotiations between the workers and the employers through the
collective bargaining process.
Price Waterhouse (1972) reported that in the manufacturing
sector, wage rates varied from industry to industry and also
according to areas. For instance, wages are generally higher in
urban industrialised areas, such as Kuala Lumpur and Penang.
The rate varies from US$ 2.05 a day upwards according to
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industry and skills level. However, the average wage rate for
factory labour is M$8 to M$9 per day for unskilled labour, M$
12 to M$ 16 perday for semi-skilled labour and between M$15 and
M$39 per day for skilled labour. Today, wages offered in some
industries in the country are much lower than expected by
workers. Anshar (1991) claims that most workers are willing to
be unemployed rather than receive less attractive wages paid by
some industries.
In many respects, the 1987-1989 period appeared to be a
favourable one for labour (Malaysia: Manpower Department,
1987b). Together with new job opportunities in the competitive
labou r market, the economic recovery, in the country made for
an increase of wages. It appears that most industries, which
have suffered from the shortage of labour, were putting
pressure on the employers to reward workers wi th a better wage
rate. In this enti re period, data covering selected industries
in the manufacturing sector showed that wages increased
steadily but varied between sex, occupations, industries and
locations of enterprises (Malaysia: Fifth Plan, 1986). In a
study reported by the local newspaper (Malaysia: The Star, 30th
March 1988e) it was shown that the monthly wages for electronic
workers had risen from $198 in 1980 to M$282 in 1983 and M$369
in 1985. These monthly wages were expected to continue in the
period of 1987-1989. The high wages offered by electronic and
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other
these
sectors have also influences workers to "job hop" to
industries. Factories which offered less competi tive
wages were reported to face shortages of skilled and semi
skilled manpower, such factories were especially from the
garment industries (Malaysia: The Star, 29th April 1988a).
Several small factories in particular industries were also
facing problems of high turnover. It was reported that
mul tinational companies offered far better wages compared to
small factories which resul ted in poaching workers from other
factories (Malaysia: The Star, 6th February 1991b). The
industries in the manufacturing sector that enjoyed an increase
in wage rates include food processing, tobacco, wood-based and
electronic industries (Malaysia: Economic Report, 1988d).
wi th regards to the distribution of average salary or
wages received by various ethnic groups, a consultant's report
shows that the Malays earn a marginally lower salary than the
non-Malays in all categories - refer to table 3-15 (Malaysia:
JSEC, 1989d). Similarly, The Industrial Workers Survey as
quoted in the above consul tant' s report indicates that the
Chinese received higher earning in all skilled categories
compared to the Malays.
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TABLE 3-15:
AVERAGE MONTHLY SALARY/WAGES
BY TYPE OF INDUSTRY AND SKILL CATEGORY OF WORKERS
Type of Industry Category of Worker
Skilled and Semi'skilled Unskilled and General Workers
Malay Non-Malay Malay Non-Malay
Food, Tobacco and Beverages 413 411
Textile, Wearing Apparel and Leather 434 411
Sawmill, Wood and Wood Products
Including Furniture 422 492
Paper, Printing and Publishing 412 454
Rubber, Plastic and Chemical Products 438 435
Non-Metallic Mineral Products 396 494
Basic Metal Products 446 595
Fabricated Metal Products, Machinery
Electrical and Electronic Industry 404 469
Other Industries Not Elsewhere Classified 310 369
Weighted Average 415 437
303
294
299
283
274
358
343
267
261
288
297
287
318
339
307
389
288
286
274
306
----------- ----------------
Source: Adapted from Consultant's Report on Manpower Needs in Johore
- Johore State Economic Corporation (1989d:4-6).
3.4.2. Hourly work and Overtime Work
In Peninsular Malaysia, most industrial organisations made
demands on workers to work 48 hours on 6 working days. However
in some cases, because of trade union pressure, working hours
have been reduced to no less than 45 hour's per week (Ford,
1979). In a study of factory workers in Penang, Othman and
Abdullah (1983) reported that 98% of thei r respondents had to
work for an average of 8 hours per day whereas 2.1% were
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reported to work for 9 to 10 hours per day. In terms of the
number of days worked per week, 95.7% said that factory workers
worked 6 days a week and a small proportion (3.6 %) said they
worked 5 days a week. A total of 90.4% were reported to work
shifts whereas 7.1% worked on normal hours. From the total of
those who worked on shift, 91.8% were reported to work on a 3-
shift basis, 4.6% on 2-shift and 1.1% work on day shift.
For those who worked outside the normal hours of work,
overtime was paid at the rate of time and a half, and double
time for work performed on weekly restday or public holidays
(Ford, 1979). Since the wages paid in Malaysia are still low,
most of these workers have to work overtime to earn extra
income (Daud, 1985). Table 3-16 and 3-17 shows the distribution
of hours usually spent on overtime per day and the total of
days workers work as overtime per week, in the study by Daud
(1985) .
Table 3-16:
The Distribution of Hours Usually Spent on Overtiie Per Day.
Nuiiber of Hours Nuiiber of Workers
1-2 763-5 21More than 6 Hours 3
Not applicable (never work overtime) 4Total 104
Source: Daud, Fatiiiah, (1985:41).
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Table 3-17:
The Total of the Days Workers Work Overtime Per Week
Number of Days Number of Workers
1-2 263-4 285 6 9I t depends 35
Not appl icable (never work overtime) 6Total 104
Source: Daud, Fatimah, (1985:42)
3.4.3. Job Securi ty
In most cases, blue-collar workers (groups 7/B/9) feel
that their job has li ttle prospect for. They normally treat
thei r job as v temporary while looking for one wi th a better
future. This is applicable especially to the cases where there
is competi tion for promotion and where selection tends to
favour a certain ethnic group because the senior management
happens to be drawn from the same group. This was clearly
described in Daud's (1985:73) study:
A few of the Malays reported that they felt insecure
working there because it was di fficul t for them to getpromoted because thei r promotion would be decided by
those from another ethnic group, that is, the Chinese
superiors.
In another study by Othman and Abdullah (1983) it was
stated that 56.1% of the respondents interviewed regard working
as factory workers insecure. However, respondents who feel
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positively about job security are those who have closer
contacts wi th factory workers such as fami ly members, relatives
or lodgers working in the companies.
Daud (1985) suggests that most of her respondents who are
female workers (more than 50 %) regard their work as temporary
and their future prospect as not bright. In addition, accoYding
to Daud (1985: 25). most of these female workers. especially
among those wi th five years of secondary education, regard
thei r job as a stepping stone to obtain a better one _ She
i,,ri tes,
I work here just for fun while waiting for a chance toget some other job.
Some remain to work temporarily in their present job until
they get married, while others are among those awai ting
examination results and work during school holidays (Daud
1985) .
3.4.4. Chances of Promotion
It is very difficul t to describe the promotional si tuation
in Peninsular Malaysia because of a lack of data. However, some
research has been conducted in related studies and will be
reviewed.
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In most factories, selection for promotion will depend on
the type of management of each organisation. If the company is
a Japanese organisation, they are more likely to follow the
Japanese system in thei r promotion system. Similarly, in an
American company, the American system will be adopted. For
instance, Daud (1985) who studied Malaysian female factory
workers in a Japanese owned organisation discovered that
structured internal promotion schemes were adopted to reduce
labour turnover. This is a combination of the Japanese and the
Malaysian policy of promotion. Under such a system, the
cri teria for selection will be based on :" (a) Period of
service; the ' older' staff member is preferable because the
longer she serves the more experience and skill she possesses,
and (b) Educational qualifications; high qualifications are
prefereable"(p.32). However, in making decisions, personal
qualities are also considered. This includes: the ability to
mix wi th the line workers; to understand and follow
instructions; to communicate in two languages (such as Malay
and English); the ability to tackle difficult jobs,
responsibility, reliability, the ability to handle statistics,
supervision and leadership.
Moreover, according to Daud (1985) the promotional system
has to take the racial factor into consideration. In making
decisions on promotion for a certain post, the management has
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to set a fai r quota wi th an acceptable ratio for the various
ethnic groups as required by the government. This, therefore,
leads to selecting an unqualified candidate in the promotion
process. In most cases, however, the quota for the Chinese was
bigger than for any other group. This is due to the fact that
the "top rank" people are among the Chinese and similarly for
English language proficiency. Daud suggests that there is a
tendency to bias and "favouri tism" in the promotion process. As
a resul t, the Malays feel discriminated and frustrated wi th the
system which leads to resignation. Likewise it is believed that
the reverse happens in the public sector where the Chinese and
the Indians feel that the Malays are given the promotions which
frustrate the Chinese and the Indians.
Generally, the chances for promotion in most factories are
very low. Daud (1985) noted that in her study, only 29% of her
respondents consider they have a chance for promotion. This
supports Othman's and Abdullah's (1983) finding. According to
these researchers, 36% of their respondents consider that the
posibility of promotion in the factory is good, 25% consider
they had no chance of promotion while 27 % answer "don't know"
to this question.
3.4.5. Management and Workers Relationship
In general, it seems that there is a barrier in the
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relationship between the management and workers in some
organisations. Daud (1985:72) described the relationship
between management and workers as:
that of a superior and inferior relationship. At the same
time it was seen as the relationship between people of
unequal status in different ethnic groups. Unequal status
and ethnic differences imply an avoidance or distance of
some kind.
A similar statement was expressed by Yun et al.,
(1986: 19):
Workers from rural areas see their manager as' a god, one
worker complains. They believe everything he says and are
frightened whenever he shouts at them.
Yun et al (1986) in their study on women and work in
Malaysia noted that in trying to increase profits, the
supervisor has to be strict wi th the workers. Normally, the
workers are not allowed to talk during work and are given a
short time to go to the restroom. Similar impressions were
given by Daud (1985:73) when she writes:
The E. C. (Electrolytic Capaci tor) manager was very strict
and serious and frequently reprimanded those who made
mistakes, even slight ones. All the workers feared him
and many reported that they fel t nervous when the manager
was around. A number of workers cried after they had been
reprimanded by the assistant plant manager.
As a mul ti-racial society, another problem faced by most
organisations in handling thei r workers is the strong feeling
of prejudice and favouri tism towards similar race groups (Daud,
1985) . Even though, certain actions were taken according to
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procedure, this, however, was misinterpreted by the other
groups as discrimination which confirmed their prejudice. In
her study, she found that most workers expressed their
frustration and dissatisfaction in the work place which
reflects to some extent the feeling of ethnic descrimination
among workers. Her study reveals that 70% of the workers claim
that there is discrimination against certain ethnic groups of
workers. Unlike the Chinese workers, the Malays and the Indians
feel descriminated against in most promotion exercises (Daud,
1985) .
3.4.6. Peer Group Interaction
Daud (1985) illustrated the different cultures and values
between the Chinese, the Malays and the Indians such as the way
that they live, work, play, dress, eat, speak. Even their
ethnic identi ties such as names, skin colour, and physical
features set the boundaries for them to adapt to a new
envi ronment and a new set of values when fi rst entering the
work place. After a short while they start to learn to adjust
to the behaviour of the other ethnic groups. In her study, she
observed that the Chinese workers seems to adapt faster than
the Malays in this process of accommodation. Although they,
sometimes, quarrelled because of misinterpreting of certain
jokes, because of misused words of different related ethnic
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languages. the relationship between the different ethnic groups
are basically harmonious.
However, in her conclusion Daud insists that in most cases
the objective of the New Economic Policy to create a deeper
sense of racial unity and harmony fails because the structure
in the assembly line was designed in such a way that there was
a tendency for a newcomer to "gang-up" wi th those of a similar
ethnic background and a similar place of origin. Besides the
similar ethnic backgrounds, the workers also chose friends from
the same lines or sections or ethnic group which' further
maintains thei r strong ethnic enti ty.
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CHAPTER FOUR
LITERATURE REVIEW
4.0. Introduction
The objective of this chapter is to investigate the
importance of a number of key variables in understanding the
factors influencing labour turnover in Peninsular Malaysia.
This chapter begins wi th a review of the relevant models of
voluntary labour turnover. This is followed by a review of
previous empirical studies on factors influencing voluntary
labou r tu rnover. This
analysing the factors
individual employee in
Malaysia to change jobs.
will provide a frame of reference for
which influence the decision of an
the manufacturing sector in Peninsular
4.1. Review of Employee Turnover Model
In the study of labour turnover phenomena, a number of
different conceptual models to explain the influences on the
turnover decision process have been developed. An attempt is
made to give an explanation to this phenomena, some studies
identi fied a single relationship between a causal variable and
turnover. They normally propose a simple and straight forward
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theory of turnover. Several other studies suggest bivariate
relationship. Whereas others highlight wi th mul tivariate
relationship, suggesting a comprehensive and sophisticated
model of turnover. Price (1975:51), however, concluded that two
sets of "turnover" theories have been put forward:
1. The first set focuses exclusively on turnover (Schuh,
1967; Farris, 1971; Lefkowitz, 1967; Lefkowitz, 1971;
Parker and Burton, 1967; Burton and Parker, 1969;
Pencavel, 1970; Stoikov and Raimon, 1968; Greeley, 1972
(a) and (b); Knowles, 1964; Bowey, 1972)
2. The second set includes turnover as part of a more
general concern (March and Simon, 1958; Lyons, 1968;
Lawler, 1971; Katzell et al., 1971).
Price argues that these two sets of theories are
differentiated through their levels of sophistication such as
the explici t statement of proposi tions. However, both theories
contain a common element of explanation.
Given the number of theories, it is not the purpose of
this thesis to review all of them in detail but simply to
identi fy the theories which consistently receive support and
appreciation in the literature and thereby provide a
theoretical backdrop to explain the factors affecting to
voluntary labour turnover.
4.1.1. The March and Simon Model
Price (1975) cited the classic work of March and Simon
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(1958) as the start of an effort to develop a theory of
turnover. The March and Simon model encompasses two major
variables as antecedents of turnover behaviour: (a) the
perceived desirabiltiy of leaving the employer and (b) the
perceived ease of movement from the employer. These two
variables are closely related in the turnover decision process.
The perceived desirabili ty of movement is associated wi th
job satisfaction and the perceived possibili ty of
interorganisational transfer. The perception of movement is
hypothesized by March and Simon (1958) as follows:
(i) the greater the individual's satisfaction with the
job, the less the perceived desirability of movement (p.94).
(ii) the larger the organisation, the greater the perceived
possibili ty of intraorganisational transfer and therefore the
less perceived desirabili ty of leaving the organisation (p.99).
More specifically, job satisfaction is related to three
major hypotheses (March and Simon, 1958:pp.94-99);
(1) the greater the predictabili ty of instrumental
relationship on the job, the higher the level of satisfaction.
(2) the greater the compatibili ty of work requirements
wi th the requi rements of other roles, the higher the level of
satisfaction. Compatibility of work is correlated with
congruence of work time patterns wi th those of other roles and
the size of the work group.
(3) the greater the conformi ty of the job characteristics
to the self-characterization held by the individual, the higher
the level of satisfaction. Conformi ty of the job
characteristics is associated wi th rate of change of status
and/or income, education and training, individual's
participation in job assignment, wages and supervisory
Page 106
Chapter Four Li terature Review
practices.
Conformi ty of job
to sel f-image
Predictabili ty of job I
relationship
Compatibility of
job and other roles//¿/
Satisfaction wi th the job
Perceived desirabili ty
of movement
Perceived possibility of
interorganisational transfer
Figure 4-1: Factors Affecting Perceived Desirability of Movement
Source: March and Simon (1958:99)
The perceived ease of movement is associated wi th the
number of extraorganizational alternatives perceived. March and
Simon hypothesise that the greater the number of perceived
extraorganisational al ternatives, the greater the perceived
ease of movement. More speci fically, the number of
extraorganisational al ternatives perceived is correlated to the
level of business activi ty, number of organisations visible,
and the personal characteristics of the participants.
March and Simon's model, therefore, suggests that when the
desirabili ty of movement and perceived ease of movement are
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high, the employees are more likely to quit their jobs with an
organisation _
Propensi ty to Search
level of Business
Activity
Number of Organizations
Visible
Personal Characteristics
of Participants
Number of Extraorganizational
Al terna ti ves Perceived
l
Perceived Ease of Movement
Figure 4-2: Factors Affecting Perceived Ease of Movesent
Source: March and Simon (1958:106)
4.1.2. The Porter et al. Model
Porter and Steers (1973) defend the theory of met
expectations which explain the employee turnover process. The
model suggests four broad classes of variables which are
believed to be correlated to turnover: (a) organisation-wide
factors, (b) immediate work environment factors, (c) job-
related factors, and (d) personal factors. Porter et al finds
that the decision to change employment is associated wi th a
process of balancing received or potential rewards wi th desired
expectations. When an employee's prior expectations are not met
on the job, he/she is likely to change his/her job.
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In 1974, Porter, Steers, Mowday, & Boulian developed the
organisational commi tment model to explain the turnover
process. Porter's findings reveal that organisational
commi tment has been significantly and consistently associated
wi th turnover. Addi tionally, variables which have been found to
be associated wi th satisfaction have also been correlated wi th
organisational commi tment. In conclusion, Porter illustrated
that employees who are highly commi tted to the organisations
goals are less likely to leave.
4.1.3. The Price Model
Price (1975) attempts to provide an alternative model of
turnover by providing a list of four determinants which are
expected to influence the employee's decision to leave thei r
employment. The four determinats (pay, participation in primary
groups, communication, and centralization) are based on strong
empi rical support. The fou r determinants of tu rnover are
suggested in causal propositions (pp.55-63) and are as follow:
(1) If pay is highly important, and if the amount of pay
received is perceived as relatively high, then successively
higher amounts of pay will likely produce successively lower
amounts of turnover.
(2) Successively higher amounts of participation
groups will likely produce successively lower
turnover.
in primary
amounts of
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(3) Successively higher amounts of communication1 will likelyproduce successively lower amounts of tu rnover.
(4) Successively higher amounts of centralization2 will likelyproduce successively higher amounts of turnover.
Beside the four determinants, Price proposed two
intervening variables of an economic nature which mediate
between determinants and turnover. The two intervening
variables (opportuni ty - a social psychological variable and
net balance of benefi ts over costs - structural variable)
happen at di fferent times, assist to concil iate the
relationship between the independents (determinant variables)
and dependent variable (turnover) . The proposed theory is
illustrated by the diagram in Figure 4-3.
. 1--- - ~ - - - - - - - -I Pay fii
¡~y group~: lopportunitiI
l~iC'~ti-~-Ji :f net balance of
I benefi ts over cos ts ,I Centralization)41 L . .
't. _ _ _ _ __ -- - - - ==_=- Relationships discussed
----- Relationships not discussed
figure 4-3: Theory of Turnover
Source: Price (1975:73)
1 Price (1972:58) cited in Price (1975:61) defined the
term communication as "the degree to which information is
transmi tted among the members of a social system".
2. Price (1972:43) quoted
term centralization as "the
concentrated in a social system".
in Price (1975:63) defined the
degree to which power is
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In 1977, Price developed a new model of turnover with five
determinant variables. These variables can have variations in
turnover which includes: Pay, integrations, ins t rumen tal
communica tion, formal communication and centralization. The
determinant variables are introduced in causal statements as
follow:
(1) Successively higher amount of pay probably produce
successi vely lower amounts of tu rnover.
(2) Successively higher amounts of intergration will
probably produce successively lower amounts of
tu rnover.
(3) Successively higher amounts of instrumental
communication will probably produce successively
lower amounts of turnover.
(4) Successively higher amounts of formal communication
will probably produce successively lower amounts of
tu rnover.
(5) Successively higher amounts of centralization will
probably produce successively higher amounts of
tu rnover.
The proposed theory is best illustrated by the diagram in
figure 4-4.
Pay
.f
Centralization
r Opportunity
Integration
Satisfaction
Instrumental
communication Tu rnover
Forma 1
communication + : posi ti ve relationship
- : negative relationship
Figure 4-4: Relationships between the determinants,
intervening variables, and turnover.
Source: Price (1977:84).
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In his model, Price (1977) introduces two intervening
variables which occu rat different times _ The fi rst variable is
"satisfaction" which is a social psychological variable,
followed by the second, which is structural in nature known as
"Opportuni ty" . Price identified "turnover" as a dependent.
variable.
4.1.4. The Mobley' s Tu rnover Decision Process
¡- - ::p.
1 rI
¡ 1-1- B.
~+ ri
I I i _
L ,:J-ìc.
i ; I
i 11_ D.
i ..-1I .
1 ,
r -f-= E.
i L-=
i. _ F.
l
: I G.
i
L____I H.
Evaluation of Existing Job 1
Experience Job Satisfaction ~
Dissatisfaction J
~a) Alternative forms of withdrawal
e.g. absenteeism, passive job
behaviour
Thinking of Quitting
Evaluation of Expected Utili ty of Search f
and Cost of Quitting
lntention to Search for Al ternatives 1(
Search for Al ternatives I
Evaluation of Alternatives k
(b) Non-job related factors e.g.
transfer of spouse, ~ay stimulate
intention to search
(c) Unsolicited or highly visible
alternatives may stimulate evaluation
_ (d) One alternative may be withdrawal from
Present Job \ labour marketComparison of Alternatives vs.
I I. Intention to Qui t/Stay\
~ J. Qui t/Stayl(
,
'(e) Impulsive Behaviour
Figure 4-5: The Employee Turnover Decision Process
Source: Mobley (1977:238)
since the classic work of March and Simon (1958), Mobley
(1977) further develops a more sophisticated and comprehensive
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model which explains the turnover decision process. In 1977,
Mobley introduces an intermediate linkage system which explains
the association between job satisfaction and tu rnover. The
suggested model consists of ten logical steps in the process of
explaining the actual turnover decision. A diagramatic
representation of his model is illustrated in Figure 4-5.
The starting point in the decision process is "evaluating
the existing job". Following on is the process of "experiencing
job satisfaction or dissatisfation". According to Mobley, the
outcome of experiencing dissatisfaction provokes thoughts of
quitting. At this stage, other types of withdrawal which are
less final than quitting, such as absenteeism, are identified
as the possible outcome of dissatisfaction. The next step after
the thought of qui tting is the "evaluation of expected utili ty
of search and cost of qui tting" _ This evaluation should take
into account some considerations of losing seniori ty, loss of
benefi ts, costs involved such as travelling etc. According to
Mobley if the costs of qui tting is low and the expected utili ty
of search is high the individual might search for al ternatives.
This intention is followed by the actual search. If the
al ternatives are available, an evaluation of al ternatives
begins. This includes a comparison of
al ternatives. If the comparison points to
the present job to
the al ternative, it
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will instigate a behavioural
resignation follows.
intention to quit. Actual
Mowday et al.,
theoretical work of
(1984) note that following the earlier
Mobley, in 1978, Mobley, Horner and
out an empirical study to test the
model. Mobley et al (1978) find that the
Hollingsworth carried
intermediate linkage
correlation and regression analyses show that the intention to
quit is the best single predictor to actual turnover. The model
proposes the following causal linkages: (1) job satisfaction -~
thoughts about leaving; (2) thoughts about leaving -~ intention
to search; (3) probabili ty of finding an acceptable
alternative-~ intention to search; (4) intention to search -~
intention to quit; and (5) intention to quit -~ turnover.
In 1979, following from the review and analysis of the
existing literature, Mobley, Griffeth, Hand and Meglino
proposed a comprehensive and sophisticated model of turnover.
This model attempts to recognise the turnover process is based
upon individual, organisational and economic factors. These
broad categories are assumed to interact and eventually
influence intentions to search, intentions to qui t, and actual
turnover (See Figure 4-6).
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figure 4-6: A scheiatic representation of the priiary variables
and process of eiployee turnover.
Source: Mobley et al., (1979:517)
4.1.5. The Theory of Reasoned Action
According to Prestholdt et al., (1987) the growing body of
li terature has omi tted much of the psychology of the turnover
process. Therefore, they recommended that "the theory of
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reasoned action" by Ajezen & Fishbein (1980) and Fishbein
(1980) which is beneficial to build a conceptual base for
turnover research. This theory adopted several characteristics
as suggested by Mobley et al., (1979) for the process models of
turnover.
The theory of reasoned action is developed to explain the
complexi ty of decision-making process. The theory presume that
behavioural decision such as wi thdrawal only take place after
the individual has used available information in a reasonable
and rational way. Specifically, the decision-making process is
believed as a hierarchical sequence primarily from beliefs,
through attitudes and social norms, to intention, and finally
to behaviour. This has been put forward in the following
formula:
B BI = W1 Aact + W2 SN
B =
B1 =
Aact =
SN =
Behaviour
Behaviour IntentionThe individual's personal affect or atti tude
toward performing (or not performing) the behaviour
The person's perception of the social influence or
normative pressure to perform (or not perform) the
behaviour
In conclusion, after reviewing the above models it is
clear that most of them do not demonstrate a clearly different
approaches as to explain the turnover decision process.
However, they illustrate almost similar explanations. This
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argument supports the statement by Bluedorn (1982:135) when he
mention:
While many of these models emphasize di fferents parts of
the turnover process, they tend to be more complementary
than contradictory.
In view of the complexi ty of the factors influencing
voluntary labour turnover, several researchers have proposed a
number of convenient categories of these variables. For
instance, Knowles ( 1964:25) presented four categories:
external, insti tutional, individual characteristics and
workers' reaction to thei r job.
In the study of Van der Merwe et al., (1971:234) the
factors are categorised under three headings classified as
follows:
(a) Outside economic factors which affectlabou r market, and which impinge on the
work si tuation, such as the level of
employment.
(b) Factors wi thin the employing organisation
which affect the employee
(c) Factors wi thin the employee as an individual,
or wi thin the groups of employees.
On the other hand, Porter and Steers (1973: 151) suggest
four broad categories of factors influencing labour turnover:
(a) Organisational-Wide Factors
(b) Immediate Work Environment Factors
(c) Job-Related Factors
(d) Personal Factors
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Williams et al.,(1979:1) suggests that factors which
influence an employee to leave could be grouped into three
broad causal areas namely:
(a) General Economic Factors
(b) Organisational Factors and
(c) Personnal or Individual Factors
Simillarly, Muchinsky and Morrow (1980:274) indicate three
set of categories known as:
(a) Individual Factors
(b) Work Related Factors and
(c) Economic Opportuni ty Factors.
In their study of labour turnover, Koch and Rhodes
(1981:145) examine three categories of causes:
(a) Organisational
(b) Job and
(c) Personnal Characteristics.
In conclusion, taking into account these suggested
categories as factors influencing labour turnover, for the
purpose of this study, the factor influencing voluntary labour
turnover will be classified as follows:
(a) Demographic and Personal factors
(b) Organisational factors
(c) External factors
Each category consists of several items which are used to
describe these broader categories. The following section
identi fies a number of variables discussed widely in most of
the previous research on the categories related to turnover
Page 118
Chapter Four Li terature Review
decisions. It is important to note here that the term
"variable" is adopted to describe the items grouped under each
category.
4.2. Empirical Evidence on Factors Influencing Voluntarily
Labour Turnover
In reviewing the li terature on factors influencing
voluntary labour turnover, it should be born in mind that this
phenomenon has been studied wi th a variety of different kinds
of research coverage and method. For instance, some studies
take place in industrialised nations such as Great Britain
(Behrend, 1953 and Clegg, 1983) and United States of America
(Mobley et al., 1978; Arnold and Feldman, 1982), whereas others
in less industrialised nation such as Kenya (Nigan and Singer,
1974). Also, the study of labour turnover covers different
groups of occupations such as production workers (Ley, 1966),
scientists and engineers (Farris, 1971), nurses (Saleh et al.,
1965) and clerical workers (Shott et al., 1963). In addition,
some studies focus exclusively on turnover (Farris, 1971 and
Pencavel, 1970), whereas others, study tu rnover as part of a
more general concern (March and Simon, 1958).
Wi th regard to research method, some studies employed exi t
interviews (Clarke,1950 and Ronan, 1967) whereas researchers
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like Porter et al.. (1976) assess employees' attitudes by
comparing prior atti tude scores between staying and leaving
groups. Mowday (1981), on the otherhand, used management as a
source of information to discover factors influencing labour
turnover. Whereas, William et al., (1979) studied the labour
turnover phenomena based on data derived from personnel records
and an attitude survey.
In view of the complexi ty of these different kinds of
research, it is not the purpose of this section to review and
discuss all of them, but to highlight the empirical evidence on
factors influencing voluntarily labour turnover.
4.2.1. Demographic and Personnal Factors
Price (1977: 24) states that "the correlates are the
indicators to which turnover is related". He emphasizes that
the correlation between these variables and turnover indicates
empirical generalisation rather than causation, and the most
popular term synonymous to correlates is "demographic
variable". In this section, it is necessary to determine the
correlation that exists between these factors and turnover.
This section provides the theoretical backdrop for
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correlates variables. These variables' include:- age, length of
service, family size and responsibility, sex, level of
education, and marital status. Porter et al., (1973:164) states
that these variables are unique to the individuals which
appears to have a significant
Similarly, Pettmanturnover" .
individual characteristics of
impact on the problems of
(1975) categories this as
an employee, over which the
organisation can exercise onlymanagement of an
mi nimal cont rol .
individual
4 . 2 . 1 . 1. Age
In the literature on employee turnover, empirical evidence
points to the fact that there is a strong negative relationship
between age and turnover. The negative relationship that exists
in these studies means that as age increases the rate of
turnover decreases. In other words young workers have a higher
rate of turnover compared to older ones. This relationship has
been found to exist in several studies of a variety of
occupations and industries by Harris (1964), Ley (1966),
Bassett (1967), Stone & Athelstan (1969), Farris (1971),
Robinson (1972), William et al (1979), Bluedorn (1982) and
Arnold and Feldman (1982). Age as defined here is an
individual's chronological age (Bluedorn, 1982).
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According to Harris (1964), most of the leavers consist of
young workers. This has been shown in Kaplan's (1963) and
Monmouthshire's (1958) surveys, which are cited in the study by
Harris. Kaplan's reports show that 85% of those changing jobs
were in the thirty five years and under age-group, and 50% in
the eighteen to twenty five group. The Monmouthshire survey
established that the twenty to thi rty-five age group accounts
for 48.7% of all leavers, and 48.5% of all starters.
Ley (1966), for instance, has studied the turnover of male
production workers of a television picture-tube manufacturing
company. He found that those who voluntarily left their
employment within one year were younger than those who
maintained thei r employment for more than one year. Farris
(1971) who studied turnover among professional employees
(scientists and engineers in two organisations) supports Ley's
findings.
Williams et al. (1979) concludes that a number of positive
findings emerge in his research which support the relevance of
other turnover studies. In their study of turnover among
ancillary staff in a London Hospital,
workers were less likely to leave.
tes ted , age was f ou nd to ha ve
it was shown tha t olde r
Among the personal factor
statistically significant
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relationship wi th
found in March and
turnover. Similar findings are also to be
Mannari (1977); Porter, Steers, Mowday, &
Boulian (1974) findings.
The explanation for this relationship is that the older the
employee, the more important is job secu ri ty (Clarke, 1950).
Benefi ts such as pension rights are among important factors
affecting longer length of service, and thus lower the turnover
rate (Hatch, 1963 and Pilch, 1973).
Wi th respect to the relationship between age and tu rnover,
Harris (1964) speculates that one would of course, presume
turnover to be prominent among the younger age group. The young
worker may frequently change his mind about his choice of
profession or decide to continue his education. He is less tied
up by family responsibili ties, and more mobile. In comparison
wi th most Bri tish research, he notes that high turnover was
explained by the greater range of opportuni ties for this age-
group. According to him, it is expected amongst most school-
leavers when there is available al ternative employment because
most of them pick out whatever fi rst job come along when
leaving school. In relation to this the findings of the Farris
(1971) study, suggest that if the manager wishes to reduce
turnover then he should select older persons who are strongly
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oriented toward thei r insti tutions and not so strongly toward
thei r profession.
Other studies undertaken by researchers such as March and
Simon (1958); Federico, Federico, & Lundquist (1976); Waters,
Roach, & Waters (1976); Mobley et al. (1978); Stumpf and Dawley
(1981) and Knapp et al (1982) also indicate a negative
relationship between age and turnover. Other studies by Shott,
Albright, & Glennon (1963), however, found such relationships
in women but not in men.
According to March and Simon (1958:101) the perceived
availabili ty of outside al ternatives is a function of the age
of the participant, the older the worker, the less the
perceived ease of movement. This hypothesis has been validated
by several studies and also by Bucklow (1963).
Bucklow (1963) and Herzberg et al (1957) supply possible
answers to the apparent reversal in the relationship between
age and turnover. Bucklow observes that leaving a job now
involves a loss of such enti tlements as pensions and long
service leave, Herzberg et al. found that employees became more
concerned with job securi ty as age increases. According to
Herzberg et aI, in the case of older workers, when retirement
Page 124
Chapter Four Li terature Review
is around the corner, the existance of pensions plans, and
seniori ty in the bargaining uni ts contributes to the worker' s
feeling of security. Consequently this makes the older workers
much less mobile than the younger ones.
Other studies by Walker & Lumsden (1963) and Cooper &
Payne (1965) however, established that there was a positive
relationship between age and turnover. Walker and Lumsden
(1963) finding that the forty and fifty age 'groups tended to be
the least satisfied was supported by Cooper & Payne. Hillriegel
and White (1973); Naylor and Vincent (1959), however, report no
relationship between age and turnover in their studies.
In conclusion, Mobley et al., (1979) point out that several
studies show negative relationship between age and turnover,
however, the amount of variance explained is less than 7%.
Therefore, a conceptual model and mul tivariate study is
required to adequately comprehend the psychology of the
turnover process. He also stresses that one should note the
following. Since age is correlated wi th many other variables,
it alone contributes li ttle to the understanding of turnover
behaviour. Mobley supports Down's (1967) findings that labour
turnover may also be affected by several other factors.
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4.2.1.2. Length of Service
Besides age, the length of service wi th an organisation is
also an important variable relating to tu rnover. This has been
confirmed in many studies on turnover (Knowles, 1964; Price and
Bluedorn ,1980; Koch and Rhodes, 1981; and Mi tchell, 1981). The
length of service as define by Bluedorn (1982:140) is "the
amount of time an individual has been a member of an
organisation" .
Existing empirical evidence generally suggests that there
is a strong relationship between turnover and length of
service. For instance, a negative relationship between tenure
and turnover was found in five recent studies by Stoikov and
Reimon (1968), Magione (1973), Wa te rs et al., ( 1976), Mobley et
al., (1979), Price & Bluedorn (1980). Stoikov and Reimon (1968)
in their study found that this relationship between length of
service and tu rnover rate did exist in thei r inter-industry
data. Whereas, Mangione (1973) in his multivariate study on
turnover concluded that length of service is one of the best
single predictors of turnover.
Shott et al. (1963) in a study on turnover among clerical
workers found that employees who had a long length of service
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wi th thei r last employer also had longer length of service wi th
their present employer. His finding was supported by Gow et al
(1974) who look at 57 former telephone advertisement sales
girls. Their findings showed that the length of service was
signi ficantly shorter for leavers than for cu rrent employees.
Knowles (1964) who did a study of turnover among factory
workers found that the length of service of an employee's
previous job could be used as an indicator to predict the
probability of lasting on their present job. Also, similar
findings were found in the study by Fleishman and Berniger
(1960) and by Robinson (1972).
In most British research on turnover, it has shown that
the employees wi th shorter length' of service wi th an
organisation are more likely to leave (Harris, 1964). Harris's
opinion which explains this is that the first year of
employment is the most problematic period, the first three
months being the most di fficul t. His suggestion to management
is to concentrate on the first three months in order to
diminish turnover. This is because some workers become unstable
once they move to a new place of work. There might be a problem
of adaptating to a new job which is destabilizing. This pattern
was observed in enterprises wi th high and low turnover.
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Harris' findings reinforce those by Brodman and Hellman
(1947). Brodman and Hellman feel that the newcomer is always
less self-confident in taking on a job. The likelihood of
failure is always present in the newcomer's mind. Likewise,
Gomersall and Myers (1966) in their study establish that most
workers were nervous and disturbed on the first days on the
job. He further insists that the ini tial employment period is
normally characterized as a time of adjustment / socialization.
In this case, turnover among them was perceived to be caused by
anxiety. Most of those left thei r jobs early because they
wi thdrew from a si tuation which they believed they were
performing insufficiently; in their own eyes or that of their
peers', or thei r supervisors'.
On the other hand, the reasons given explaining the
relationship between longer length of service and decrease in
turnover is illustrated by Harris (1964). He says that because
of benefi ts such as pensions which could be an important factor
as to this reason employees stayed longer in the organisation
which lower the rate of turnover.
In conclusion, the previous findings have shown that there
is some relationship between length of service and tu rnover.
Recent studies by Price (1977), Muchinsky and Turtle (1979) and
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Arnold and Feldman (1982) confirm these findings.
4.2.1.3. Family Size and Responsibility
Various studies undertaken by several researchers such as
Fleishman & Berniger (1960), Knowles (1964), Robinson (1972),
Federico et al (1976), Marsh and Mannari (1977) and Arnold and
Feldman (1982) indicate the impact of family size and
responsibili ties on turnover.
Stone and Athelstan (1969), for ins tance, who studied
there is a posi tiveturnover among females shows that
relationship between increases in family size and increased
tendencies to turnover. On the contrary, Knowles's (1964) study
found that a negative relationship existed between increases in
family size and turnover among male factory workers. This
contrast in the findings on the impact of family size among
male and female turnover can be simply explained by the typical
rule of traditional sex-role differentiation in the family.
Saleh et aI's (1965) study of turnover among nurses found
that "family reasons" was the main reason for them qui tting
thei r jobs. The studies by Fleishman & Berniger, (1960) and
Robinson (1972) found that older women wi th older children had
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lower turnover rates compared to the younger one.
The impact of the number of dependents is used as measure
of family responsibility in most studies (Federico et aI, 1976:
March and Mannari, 1977) . In thei r study among credi t union
females, Federico et al. found that higher responsibili ty was
associated wi th longer length of sevice. Influencing factors
include marital status, number of children, age of youngest
child and age. March & Mannari (1977) in their study found that
the individuals wi th none or few dependents had higher
tu rnover.
Besides family size (number of dependent), marital status
is also used to assessed family responsibili ties which has some
impact on turnover. Mangione (1973) found that single people
had higher turnover. Mangione's finding was supported by
Goodman et al (1973). Goodman points out that unmarried HCU
workers demonstrate higher turnover than married HCU workers.
Recent researchers have also
between family responsibili ty
Viscusi, 1980; and Keller, 1984);
suggested some relationship
and turnover (Mowday 1979;
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4 . 2 . 1 . 4. Sex
A review of li terature dealing wi th the relationship
between sex and turnover suggests that some evidence is
conflicting (Pettman, 1975). This is supported by Price (1977)
who insists that the data on sex is inconsistent. More
systematic research should be done before any generalisation on
this relationship can be made.
Even though the data on sex is inconsistent, several
previous studies have confi rmed the hypothesis that female
employees show higher turnover rates than the males employees.
In line wi th this, Price (1977) points out that the most
consistent finding on sex and turnover is that females
employees have higher rates of turnover then male employees. In
supporting this generalization, he refers to the work of
Hedberg (1960), Young (1965, 1971), Singer (1970), Mackayet
al. (1971), March and Mannari, 1971), Armknecht and Early
(1972), and Archibald (1973) which are sufficient to merit a
generalization.
Similarly,
Society (1965)
using data from
in America, The Administrative Management
as cited in Pettman (1975) who did a survey
1645 firms in twenty states and provinces
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showed that the turnover rates among women was on an average
more than double that for males.
In B ri tain, at least three studies have revealed similar
finding. The British Institute of Management (1950) as quoted
in Pettman (1975) found that turnover rates were higher for
women than for men. For instance, turnover rate which they
received for the first six months in 1949 was 13.6% for male
compared to 21.0% for females. The same patterns of data were
revealed by the British Department of Employment in May 1970.
Similar findings were found in recent studies by Knapp et al
(1982) and Clegg (1983).
On the contrary, several other studies in western
societies have also confirmed the hypothesis which indicates
that males employees have higher turnover rates than the
females employees. For instance, Price (1977) provides several
reviews (Goodman et al.1973; March and Simon, 1958; Katzell et
al.1971 and Wales 1970).
In American society this hypothesis has been validated by
Myers and Maclaurin, (1943). Likewise, in British society such
conclusion was found in Klein, (1961).
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There are several factors which could explain why female
workers have higher turnover rates than that of males. For
example, Harris (1964) demonstrates that among the reasons for
leaving given by women are dissati faction wi th heavy work,
unsui table condi tions, night shifts, di fficul ty wi th children,
lack of opportuni ty to raise qualifications and lack of
kindergartens.
Other basic factors that would tend to make turnover
higher for women than for men are as pointed out by Bucklow
(1963) are in some undertakings, resignation is compulsory
after marriage. This is supported by Knapp et al. (1982) who
illustrates that female workers were more likely to leave for
domestic reasons, such as to bring up a family.
Pettman
bel iefs that
males, the
(1975) points out that despite management's
the turnover of females is higher than that of
evidence is conflicting and will always be until
more systematic investigations are done.
4.2.1.5. Education
Recent studies dealing wi th education, suggest that there
is evidence to link better-educated employees wi th higher rates
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of turnover than less-educated workers. In some studies the
educa tion level is meant by the amount of an individual' s
formal schooling. For the purpose of this study education level
means the level of education achieved since schooling. The
relationship between the level of education and turnover has
received wide attention by several researchers. For instance,
in most recent studies on female credi t union employees,
Federico, Federico & Lundquist, (1976) found that those who had
higher education had lower length of service.
Other studies by Goodman et al. (1973) and Pettman (1973)
proposed a posi tive relationship between education and
turnover. Similar findings were found in Bucklow (1963), Berg
(1970), Irzinski and Hylbert (1970), Katzell et al. (1971).
Gross et al. (1972), Mobley et. al (1979) and Spencer and
Steers (1981).
Martin (1979) in his study found that the level of
education has an important effect on intention to leave. In
other words, this means that those workers wi th higher levels
of education are more likely to resign. The main factor that
would tend to make turnover higher for those wi th high levels
of education is that they have expectations that the
organisation cannot fulfil.
Page 134
Chapter Four Li terature Review
4.2.1.6. Marital Status
Several previous studies, for example. Harris (1964) have
demostrated the relationship between marital status and labour
turnover. Unmarried workers are more likely to leave a job
compared to married workers. Arnold and Feldman (1982) in their
study of the accounting profession have shown that mari tal
status was positively associated with turnover. His finding
reinforce those by Harris.
Earlier, Federico et al., (1976) noted similiar results.
They found that mari tal status is correlated wi th a decrease in
turnover. Mangione (1973) also identified this variable as a
contributory factor influencing turnover. His result shows that
single workers have higher turnover than that of married
workers.
The main factors that would tend to explain why married
workers have lower rate of turnover than that of single workers
is that married workers are more bounded by family
responsibilities, and are therefore less mobile.
4.2.2. Organisational Factors
This section, provides the theoretical backdrop for
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organisational variables. These variables include: - pay,
promotion, supervisory style, peer group interaction, work uni t
size, job content, job security, working condition, and working
hours. Pettman (1975:31) categories this as 'structural
factors' , over which the management of an individual can
exercise some control".
Price (1977:66), classifies organisational variables as
· determinants' variables inf luencing tu rnover. According to
him, these variables are the "analytical variables believed to
produce variations in turnover". Several previous studies have
shown that employees' reasons for leaving are di rectly related
to organisational variables (e.g. Porter and Steers, 1973;
Wi 11 iam et al., 1979; Mobley et al., 1979; Koch and Rhodes,
1981) .
4.2.2. 1. Pay
Previous research has indicated a great many variables
affecting turnover. Several theoretical studies, however, have
emphasized pay as the most important determining variable
influencing turnover (Stoikov and Raimon, 1968; Burton and
Parker, 1969; Pencavel, 1970; Lawler, 1971; Bowey, 1972; and
Price, 1977).
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Before analysing pay as a factor affecting turnover, it is
useful to begin with some definitions of pay used in the
li terature by most researchers.
Several researchers use different terms which however,
refer to pay as a whole. Some researchers use the word
· earnings' (Bowey, 1972) , · retu rns' (Pencavel, 1970) , 'wages'
(Burton and Parker,1969). This has been explained in Price
(1975:56). According to him, 'earnings' commonly refer to "the
amount of money which employees directly receive". Whereas,
· retu rns' refer to sum of monetary earnings".
Among the distinctions made between the term "wages",
"salary", "earnings" and pay" are those fu rnished by Adam
(1982:169-463). He defines these as follows:
WAGES: is the regular income from
employment usually paid weekly in an
envelope, but perhap daily for casual
or temporary workers........ income
from all forms of employment, including
the salaries, commission, etc.
Salary: is a regular monthly payment
to an employee doing administrative work,
esp. in an office, or carrying managerial
responsibili ty. In Bri tian, salaries are
expressed as an amount for a whole year,
but in many countries they are expressed
as a monthly figure.
EARNING: The total sums of money earned
by an employee during a regular pay period
such as a week or a month, including
addi tional pay for overtime, bonuses,
etc.
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PAY: Money earned by, or given to, an
employee or wages or salary in return for
his services.
According to Ammer and Ammer (1977), wage is a more
restricted definition and is the same as salary, which refers
to the earnings of workers. Whereas March (1979) defines salary
as "A form of remuneration, usually contrasted wi th wages in
which a fixed payment is made,...." (p.265). He further define
wage as "The earning or take-home pay of a wage earner, as
distinct from the salary of a grade of worker not regarded as a
workman or servant"(p.331).
This however, has clearly been defined by Lawler (1971),
and cited in Price (1977). He defines pay as "the money, fringe
benefi ts, and other commodi ties that have financial value which
organizations give to employees in return from their service".
Price notes also that in most studies, the amount of money
directly received by their members are used to measure pay. For
the purpose of this study we agree wi th the approach used by
Price (1977) that this measurement will be used because
computation of "fringe benefi ts and other commodi ties" is
usually too complicated.
Next, we present the previous finding's on pay as a factor
affecting turnover.
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Empirical research of the late 1940s has a suggested
negative causal relationship between pay and turnover. In
respect to this, high turnover is reported to be associated
with low wages in the studies by Kerr (1947), Smith and Kerr
(1953), Poidevin (1956), Brackett and Spaney (1957). Minor
( 1958) and Ma rch and Simon (1958).
Kerr (1947), for instance, in a study on turnover found
that turnover was related to hourly earnings. Later, in Smith
and Kerr (1953) studies for reasons leaving employment, found
that pay was acknowledged more than twice as often as any other
single variable. Similarly, Poidevin (1956) found that there is
a negative relationship between labour turnover rates and pay
rates in the different sections in a factory. His findings show
that lower rates of turnover were found in higher paid groups.
On the other hand, higher rates of turnover were found in lower
paid groups. His findings are supported by Burton and Parker
(1969) who fu rther demostrate that, , interindustry wage
di fferentials' are an example of those variables which explain
the move by workers to qui t because of the comparisons they
make of their own and other firms (p.201).
Ronan (1967), speculates that most of those who leave
thei r job are those who were dissatisfied with pay. His study
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shows that salary is usually emphasied at the higher levels of
work hierarchy. On the contrary, persons at the lower level
usually demostrate steady work. In his study among clerical,
administrative and professional personnel of large
manufacturing firm, he indicates "salary" as the major reason
for leaving. Whereas in the case of the shop workers, job
security was mentioned first for leaving. Overall findings show
that 57% of the cases related to pay matters.
Minor (1958), studied thirty-two variables to determine
turnover. His study indicates that the failure to achieve their
"expected wage was the best indicator of turnover. In
addi tion, March and Simon (1958) predict that the consequence
of rewards relates negatively to the prospensity to quit; the
larger the amount of rewards provided by the organisation the
lower the conflict between the job and the individual's self-
image and subsequently the lower the turnover rate.
Addi tionally, Knowles (1964) points out that beside
ordinary wages, payments such as bonuses, incentives, and
profi t sharing were introduced in an attempt to reduce labour
turnover. His finding supported Paterson (1943) and Mosel and
Wade's (1951) finding's which found significant reductions in
tu rnover after the introduction of such incentives.
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Recently, several researchers have also suggested a
negative relationship between pay and turnover (Bowey, 1972;
Goodman et al., 1973; Fry, 1973; Porter and Steers, 1973). In
order to justify this relationship, Bowey (1972) as ci ted in
Price (1975:56) refers to her theory of turnover as a process
leading to labour wastage", and states that "when employees
feel that thei r earnings are not as high as they earn in some
other organisation they are likely to move to improve their
earnings". His statement is supported by Armknecht and Early's
(1972:33) statement that one should certainly expect low-
paying industries to experience higher qui t rates since thei r
employees are most likely to find higher paying jobs and have
less to loss by qui tting".
Additionally, Federico et al. (1976) in their study,
demostrate that higher salary is correlated wi th the length of
service. On the other hand, higher salary and the difference
between expected and actual salary is correlated wi th short
lengh of service. Evidence of this phenomenon can also be found
in Bassett (1967). Similarly, Hillriegel and White (1973)
discovered that turnover has more negative atti tudes toward pay
than nonturnovers and also reported significant increases in
pay on their new jobs.
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Other studies by Lafi tte (1958) found that dissatisfaction
wi th pay was an influential element affecting tu rnover. In his
study, he found that over 25% stated dissatisfaction wi th pay
as a major reason for leaving the job. Similarly, in Hulin's
(1968) study turnover among clerical workers showed a
significant negative correlation between pay satisfaction and
turnover. Other studies by Kraut (1975) among computer salesmen
and by Mangione (1973) also arrived at similar conclusions.
In his study of the determinants of turnover, Price (1977)
emphasizes that pay is not similar to satisfaction wi th pay. He
says .. Pay is the amount of money di rectly received by the
member from the organisation, whereas satisfaction wi th pay is
the member's social psychological response to the amount of
money received. Pay is an objective variable; satisfaction with
pay is a subjective variable" (p.68).
Taking the above into account, Lawler (1971) quoted in Price
(1975) argue about the illusion of 'subjective comparison' in
discussions of pay. This researcher argues that employees will
compare the amount received by their fellow work colleagues. If
the other employees who makes the comparison is more likely to
think himself as being lowly paid, irrespective of the amount
of pay and vice versa. The same amount of pay can thus be
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imagined as being ei ther high or low, depending on the amount
of pay received by the comparison group.
In conclusion, it was found that several findings have
shown that there is some relationship between pay and turnover.
Therefore, the importance of pay as a determinant of turnover
should not be ignored because it has been verified by several
authors (Stoikov and Reimon, 1968; Burton and Parker, 1969; and
Pencavel, 1970). Despi te this, Price (1975: 58) point out that
"a sizeable amount of research indicates that the importance of
pay varies among different types of employees". In supporting
this statement, he refers to the studies of Goldthorpe et al.
(1968) and Lawler (1971).
4.2.2.2. Promotion
There are many definitions of promotion in the literature.
At the simplest level, Adam (1982:362) defines promotion as "An
increase in the rank and responsibili ty of an employee".
Another definition is given by Ammer and Ammer (1977:335) and
run as follow:
PROMOTION: Appointment to a posi tion of
higher rank or a job wi th more responsibili ty
or requiring more skill. It usually (but
not always) is awarded in conjunction with
a raise in salary.
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According to Mondey & Noe (1987), "the term promotion is one
of the most emotionally charged terms in the field of human
resource management". They state that almost all employee have
positive attitude towards promotion. However, those who really
wait and fail to be promoted have their egos deflated which
reduces their productivity leading to their resignations.
Mondey and Noe statements have been supported by Hellrigel
and White's (1973) finding's. Their findings show that leavers
have more negative attitudes towards promotion than stayers.
Similarly, March and Mannari (1977) report a negative
correlation between perceived chances of promotion and
turnover. This means that employees who perceived lower chances
of promotion have higher tu rnover.
March and Mannari finding's reinforce of those by Hulin
(1968) and Kraut (1973). Both studies report a negative
rela tionship between satisfaction wi th promotion and tu rnover.
Also, similar finding was found in the study by Dunnette et al.
(1973).
In conclusion, the previous factors show that there is
some relationship between promotion and tu rnover. Most of these
findings support the importance of promotion opportuni ties that
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effect turnover, as in the study by Pettman (1973), Lawler
(1973), Price (1977) and March and Mannari (1977).
4.2.2.3. Supervisory Practices
Several studies from the beginning of the 1940s have shown
that there is some relationship between the nature of
supervisory practices and turnover. The studies of Mel tzer
(1945), Giese and Ruter (1949), Fleishman et al. (1955) and
Whi te ( 1960 ) have shown that when the supervision is
insufficient this could resul ted to low morale and high
turnover. Similarly, Knowles (1964) stesses that the supervisor
play a significant part in keeping up morale which in turn
effects turnover. Miller and Form (1951) as cited in Knowles
(1964: 28) states .. the fi rst-line supervisor is more important
than any other official in determining morale and efficiency
wi thin the work group".
Supervisor is defined by the Department of Employment
(Ministry of Labour, glossary of training terms, HMSO, 1967)
cited in March (1979:296) as:
A person at the first or second level
of the total managerial structure whoin charge, whether di rectly or indi rectly,
of a particular area of operation wi thin
the organisation, and who is regularly
found in the area. He is normally responsible
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for making the most efficient use of the
resources of men, materials and machines
avai lable to him.
For the purpose of this study it refers to those in
authori ty spending more than 50% of the time on supervisory
duties. Supervisory practices are defined in this study as: the
method, system or act of supervising which the supervisors
carry-out in dealing with their employees. It is also important
to mention here that this study is only concerned wi th
supervisory practices rather than any othe r aspect of
supervision.
Several streams of research have analysed the impact of
supervisory practices on turnover. wi th respect to this issue,
Fleishman and Harris (1962) have investigated the impact of
supervisory style on the turnover of production workers of a
motor truck manufactu ring plants. Fi f ty-seven production
foremen and their work groups took part in this study. Thei r
finding's showed that turnover (and grievences) were highest
for those work groups whose foremen were rated low in
consideration. This relationship, however, was found to be
curvilinear, not linear3. Similar results also appear in
3 Fleishman's and Harris's (1962) finding reveals that
the higher supervisory consideration leads to low tu rnover.
However, beyond a certain point li ttle relation is found
between the two factors.
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earlier studies by Morse and Reimer (1955) and Morse (1953).
In interpreting this, Fleishman and Harris (1962)
explained that it is workers under foremen who create a climate
of mutual trust, rapport, and tolerance for two-way
communication wi th thei r work groups (high consideration) and
are more likely to adopt higher levels of structure which is
seen as being supportive and helpful. However, in a "low
consideration" climate, high structure is seen as threatening
and restrictive. He further states that foremen who create a
high consideration atmosphere can more easily solve the
problems resulting from high structure. He concludes that a
lack of mutual trust and two-way communication could lead to
turnover which reflects an escape from the problem si tuation
which cannot be resolved.
Similarly, Saleh et al (1965) has also confirmed the
relationship between supervisory consideration and turnover. In
his survey of hospi tal nurses, using an ex post facto study
design, he found that a lack of consideration was among the
important factors affecting turnover. Similarly, this
relationship has been demostrated by Skinner (1969). Her study
was carried-out in a medium-sized northern textile fi rm. the
subject of her study were twenty one foremen and sixty four
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members of thei r departments. Each respondent was asked to
complete the Supervisory Behaviour Description Questionnai re
(SBDQ) and The Leadership Opinion Questionnaire (LOQ - also
used by Fleishman and Harris). Her finding's reinforce those of
Fleishman and Harris.
A study by Ley (1966) among male hourly paid production
workers in a manufactu ring company who qui t in the fi rst year
of employment found a highly significant correlation between
turnover and authoritarian ratings of employees' foremen. This
meant that employees were more likely to quit their employment
if they were assigned to more authoritarian foremen than if
they are designated to a less authori tarian foremen. In this
study, he pointed out that the major factor related to turnover
was the degree of authoritarianism by the foremen.
Significant differences between turnovers and nonturnovers
among female clerical workers wi th respect to satisfaction wi th
their supervisors was found in a predictive study by Hulin
(1968). Hillriegel and White (1973) and Ilgen and Dugoni (1977)
finding's support Hulin's Finding. Many other studies such as,
those by Likert (1955) and Nagle (1964) support the theory that
effective supervision is basic to employee motivation and
satisfaction.
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Telly et al.(1971), however, in their study shows that the
supervisor's inequitable treatment is also an important factor
in turnover. Their studies on hourly paid production workers
found that employees who perceived greater inequi ty of
treatement from thei r supervisors exhibi ted higher tu rnover.
Telly et al. suggests that when an employee perceives
inequitable treatment from their supervisor, he will feel
frustrated and consequently will not offer his best towards the
organisational goal. He further concludes that when this
perceived inequi ty becomes enormous, he will indirectly
wi thdraw himself from the organisation.
4.2.2.4. Peer Group Interaction
According to Porter and Steer (1973), it is useful to
investigate the relationship between peer group interaction4
and the decision to change jobs. He shows that the interactive
dynamics between the individual and his peers is one of the
most influential stimuli in the socialisation process wi thin
the organisation. Furthermore, he notes that this interaction
is essential for adaptation and affiliated to the work
4 Porter and Steer (1973:159)
interaction as that which can
reinforcement necessary for adjustment
work envi ronment" .
refer to peer group
provide support and
and attachment to the
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environment, where it provide support and reinforcement. On the
other hand, failure to secure such support may influence a
withdrawal from the workplace.
Such negative relationships have been shown in Clarke
(1946), Brown (1956), Sawatski (1951), and Kerr et al. (1951)
study. Brown, for instance, shows that lack of opportunity to
develop team spi ri t contributes to high tu rnover. Whereas,
Clarke, Sawatski and Kerr et al., show that lack of opportuni ty
to talk on the job are among the factors influencing turnover.
Van Zelst's (1952) study concludes that turnover rate can be
reduced if the employees were given freedom to choose their
working partners and group were formed according to prefered
choice.
Evan (1963) infers from his findings that trainees wi th
essential support from peer groups can handle stress and
ambigui ties created by a new job better than they could wi thout
such support. The importance of co-worker support in retention
has also been pointed out by Farris (1971). In a predictive
study among scientists and engineers, he found that perceived-
low group cohesiveness was a some-what effective indicator of
employee tu rnover.
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Telly et al. (1971) , in his study of hourly paid
production workers, found turnover to be significantly and
negatively related to the perception of inequi ty of the social
aspects of their jobs. Outwardly, when the workers expections
in thei r relations wi th the co-workers were largely met, they
were more willing to stay.
4.2.2.5. Work Unit Size
A review of the li terature shows that the relationship
between work uni t size and turnover has been the subject of
research several years ago (Porter & Lawler, 1965). In respect
to this, high turnover is reported to be associated wi th large
work uni t size as noted by Porter & Lawler (1965: 39):
The literature on subunit size shows
that when blue-collar workers are
considered, small size subuni ts are
characterized by higher job satisfaction,
lower absence rates, lower turnover rates,
and fewer labour disputes.
Similarly, three reseachers who investigated the
relationship between uni t size and turnover among blue-collar
workers found that turnover was greater in large sized uni ts.
This findings are confimed by Indek & Seashore (1961) who did a
study among automobile dealership. Evidence of this phenomenon
was also found in the study by Kerr, Koppelmeier, & Sullivan
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(1951) and Mandell (1956)
4.2.2.6. Job Content
Porter and Steers (1973) illustrated that duties and
activi ties of an individual's particular job can have a
signi ficant impact on his decision to qui t a job. He states
that these duties and activi ties could affect personal
fulfillment, satisfaction, continual source of frustration,
internal conflict, or dissatisfaction. Consequently, the role
of such job-related factors could affect to turnover process.
This supports Vroom'e (1964:187) statement:
Workers who are highly attracted to their jobs should be
subjected to stronger forces to remain in them than those
who are less attracted to their jobs. These stronger
forces to remain should be reflected in a lowerprobabili ty of behaviors which takes the person out of
his job, both permanently and temporarily.
In supporting this, Mobley et al. (1979), notes a number
of recent studies on turnover which point out that job contents
have become one of the most active areas of industrial-
organisational research. Porter et al. (1973) further mentions
four factors including under job contents. These are (a) the
overall reaction to job content (b) task repetitiveness (c) job
autonomy and responsibility and Cd) role clarity.
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Dunnette at al. (1969), who is quoted by Porter et
al.(1973), studied turnover among young managers. He found that
failure to meet one's expectations toward the nature of their
work appeared to be a major contributing variable in a decision
to quit. Similar findings concerning the impact of the job
i tsel f on the participation decision have been found in the
work of Waters and Roach, 1971; Wild, 1970; Telly et al., 1971;
and Saleh et al., 1965. Similarly, Taylor & Weiss (1969) in
their study reveal that turnover has been found to be inversely
related to the perceived opportunity to fully utilize one's
abilities on the job. All these reviews are discussed in Porter
et al (1973).
Beside "Demographic
"Organisational Factors",
and Personal Factors" and
the review of li terature shows that
there is another set of factors which can further be
categorised as "External Factors" that influence turnover. The
next section therefore, presents the theoretical backdrop for
"External Factors". This variable includes:- The availability
of alternative employment, the level of job vacancy, and the
level of unemployment.
4.2.3. External Factors
Pettman (1975) points out that several researchers have
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shown that the causal factors response for fluctuations in
turnover rates are basically the internal labour markets of
industrial organisations, however, the key factors influencing
the level of labou r turnover in any particular organisations
are external to the firms. According to Pettman, these external
variables are variables that the individual firms can do li ttle
to influence.
Similarly, Van Der
identified these variables
Merwe and Miller (1971: 233-234)
as "Outside factors which affect
labou r market and which impinge on the levels of employment".
Likewise, Muchinsky and Morrow (1980) conceptualised these
variables as "economic opportunities factors", whereas, William
et al., (1979) categorised them as "General economic factors".
4.2.3.1. The Availability of Alternative Employment
Several studies have shown that there is some relationship
between the availabili ty of al ternative employment and
turnover. Much research, however, reported that higher amounts
of al ternatives outside the organisations are associated wi th
higher tu rnover. Such relationship have been found in several
studies by March and Simon (1958), Mobley (1982), Price and
Mueller (1981) and Miller and Merwe (1982).
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Mobley (1982), for instance, reports that there are many
variables which can affect labour turnover. These include:
employment and unemployment levels, job vacancy rates, gross
national product, balance of trade, rate of inflaction, etc.
However, according to Mobley several theoretical studies have
emphasized the availabili ty of al ternative employment as the
most important variables affecting turnover. It has been given
serious attention by many researchers as this variables has
shown to have a strong impact on the decision to qui t or to
stay.
The impact of availabili ty of al ternative employment on
turnover has also been confirmed in Miller and Merwe (1982).
These authors conclude that the major factor influencing a
worker's decision to quit are the availability of alternative
employment. He emphasized that the workers is likely to leave
his job when he has a perception that he could get a better job
elsewhere outside the organisations.
Miller and Merwe (1982) support March and Simon's argument
that al ternative employment must be available for turnover to
take place. They specify that the decision to leave is a
function of the perceptions wi th regard to the ease and
desirability of termination. Ease of termination is a positive
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function of the number of extraorganisational al ternatives
perceived. They then conclude that when both desirabili ty of
movement and perceived ease of movement are high, individuals
are more likely to terminate thei r employment wi th an
organisation.
March and Simon' s argument is also confi rmed by Mobley et
al. (1978) in their study. Mobley et al., (1978) found that the
expectancy of finding and acceptable al ternative associated
significantly with intention to quit, which in turn associated
signi ficantly wi th turnover. He further concludes that the
perception and evaluation of al ternative employment is a
crucial variable in the individual turnover process.
Several other studies which have shown that there is some
relationshp between the availabili ty of al ternative employment
and turnover can be found in the studies by Dansereau et al.,
(1974), Price (1977), and Mobley (1979).
4.2.3.2. The Level of Employment
Empirical studies of the early 1950s have suggested a
negative relationship between the general level of unemployment
and the level of labour turnover. Such a relationship was found
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in the study by Cook (1951). Cook's contention is that labour
turnover can be predicted to be higher during labour shortage
compared to labour surplus. His finding's are supported by
Behrend (1953). Behrend's finding reveal that labour turnover
dec reased when the level of unemployment increased. Her
conclusion is that labour turnover is primarily determined by
the amount of unemployment. In addi tion to this, she fu rther
insist that in understanding the causes of labour turnover,
however, less emphasis has been put on this external factor
compared to institutional factors.
The inverse relationship between turnover and the level of
unemployment has been confi rmed by numerous studies such as
those by Rice et al., (1950), Long (1951), Tiffin & Phelan
(1953), Armknecht & Early (1972) and Van Der Merwe & Miller
(1975) .
4.3. The Relevance of Previous Studies in Labour Turnover.
4.3.1. Limi tation of a Theoretical Frame of Reference
for Local Study
A review of the li terature shows that there is presently
li ttle or no research carried out on factors influencing
voluntary labou r tu rnover among the different races in
Peninsular Malaysia. However, some insight into the problem can
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be gained from studies already conducted in the United States
of America and Great Bri tain. It is also important to note that
much of the work of previous empirical studies and theories are
probably based on the experience of these older industrialised
nations. In this case, some of these theories might not be
applicable to less industrialised nations such as Malaysia.
Therefore, it is desirable to investigate the factors
influencing voluntary labour turnover in the Malaysian context.
Since this study can be considered as a pioneering study in
Malaysia, it will have to rely on variables that are highly and
consistently accepted in many research studies.
4.3.2. The Operational Definition of Turnover
The phenomenon of labour turnover has been studied by many
researchers since the 1900s with several types of definition.
At the simplest level, turnover is used to describe individuals
who have made a decision to leave an organisation, or have been
terminated ei ther permanently or temporarily (Landy and Farr,
1983: 35).
Johannsen and Page (1975:204) define labour turnover as
the "flow of workers in and out of employment in an
organisation during a specified period". Addi tionally, Macy and
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Mirvis (1983:142) define labour turnover as a permanent
movement beyond the boundary of an organisation". However, the
most widely used defini tion ci ted in the li terature is that of
Price (1977:4). Price defines the concept of turnover as
follows:
Turnover: is the degree of individual
movement across the membership boundary
of a social system.
Within his definition of turnover, Price clearly specifies
that his concentration is on the movement of "individuals" in
and out of organisations, rather than the movement of
organisation into and out of communi ties and/or societies. In
this manner, Price argues that the individual movement across
the membership boundary includes accessions" and
"separations". On the other hand, "transfers" and "promotions"
are excluded because it does not involve movement across the
membership boundary of the organisation.
In addition, Price notes that the terms "labour turnover"
in America is often used to refer to the turnover of blue-
collar workers. In contrast "turnover" refers to the movement
of blue-collar and whi te-collar workers. However, this does not
seem to apply to other countries.
In conclusion, taking these definitions of turnover into
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account, the term "labour turnover" in this study is defined as
an individual who has voluntarily left his employing
organisation, working wi th other firms.
It is also necessary to define "voluntary" and
"involuntary turnover". This study will deal only wi th
"voluntary" and not "involuntary turnover". This distinction
has been made by The U.S. Bureau of Labour Statistics (1966) as
cited in Price (1977), and by William et al., (1979) who
defines "voluntary turnover" as "the individual movement across
the membership boundary of a social system ini tiated by the
individual" (i.e. of his own accord). In this case the term
"qui ts" and "resignation" are commonly applied synonymously
(Price, 1977). According to Pencavel (1970:2), the U.S.
Department of Labour defines "quits" as follows:
Qui ts are terminations of employment ini tiated by
employees for any reasons except retirement, transfer to
another establishment of the same fi rm, or service in the
Armed Forces. Included in qui ts are persons who failed to
report after being hi red (if previously counted as
assessions), and unauthorized absences which, on the last
day of the month, have lasted more than seven consecutive
calenda r days.
In this study "voluntary labour turnover" refers to an
employee leaving the company on a voluntary basis. The term
"voluntary resignation" is also commonly applied synonymously.
Involuntary tu rnover, on the other hand is defined as a job
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change not ini tiated by the individual - examples of which are
dismissals, layoffs, and reti rements, all of which are
ini tiated by the organisations.
4.3.3. The Related Concepts of Turnover
A survey of the li terature shows that Labour turnover has
been a topic of discussion and study at many levels of
discourse. It has received widespread attention, mainly because
turnover is very costly to an organisation, and its related to
job performance, morale, and prdlLctivi ty. Since it has
received widespread attention, the concept of labour turnover
is sometimes misunderstood and confused wi th several different
labels which are alike or which give close meaning to turnover
(Price ,1977).
wi th regard to this, factors relating to labour turnover
should not be confused wi th several other related concepts on
labou r tu rnover. Price (1977:6) demonstrates that there are
many concepts found in the literature relevant to turnover.
Among them are: mobility, migration, succession, rotation,
transfer, attrition, retention, reenlistment, careers,
occupational choice, survival, wastage, qui ts, and exi ts.
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It is not the purpose of this study to review and discuss
all these related concepts, however, among the many concepts
displayed above, one of the more important that needs to be
looked at, in order to refine the concept of labour turnover is
- "mobility" . Hedburg (1967) , cited in Pettman (1975)
differentiates "mobility" from "labour turnover" as mobility
restricts the flow into and out of the labour market, either
(i) among regions or sectors or (ii) from one plant to another,
while labour turnover involves separations from a single plant.
As cited in Price (1977:6), Parnes (1954) differentiates seven
forms of movement which are:
I. Interfirm movement, from one occupation to another
or a change of employer
2. Occupational movement, from one occupation to another
3. Industrial movement, from one industry to another
4. Geographic movement, from one local area to another
5. Movement from an unemployed to an employed status
6. Movement from an employed to an unemployed status
7. Movement into and out of the labour force.
According to Parnes, turnover is one type of labour
mobility which refers to "interfirm movement".
Other terms such as "leaving" are confused wi th turnover
by several authors. Forbes (1971), for instance, refers to
"leaving" as transfers-out, promotion, or interdepartment
transfer. However, Carr (1972) includes such transfers as
"turnover". Both authors are cited in Pettman (1975).
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In conclusion, the concept of "turnover" in this study is
defined as an individual who has voluntarily left his employing
organisation, moving from one occupation to another or one
employer to another.
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CHAPTER FIVE:
RESEARCH METHODOLOGY
5.0. Introduction
The object of this chapter is to examine the development
of the research design and strategy used in this study. This
development is based on several previous studies in similar
fields. The research design is a means to guide the researcher
in the collection and gathering of relevant data so as to solve
the research problems and achieve the research objectives in
this study.
Fi rs t, the opening section of this chapter presents an
~
overview of the concept of research and is followed by the
research questions of this study. Next, research design and
strategy, data collection, techniques used in the analysis of
data, limi tations and problems in research methodology are
introduced. The opening section concludes wi th a summary of the
chapter.
5.1. Defining Research
The Random House Unabridged Dictionary quoted in Chadwick,
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Bahr, and Albrecht (1984) defines research as a:
"diligent and systematic inquiry or investigation into a
subject in order to discover or revise facts, theories,
applications, etc."
Kerlinger (1973: 13) in addi tion, states that "scientific
research is the systematic, controlled, empi rical, and cri tical
investigation of hypothetical proposi tions about the presumed
relations among natural phenomena". In relation to this, Chadwick,
Bahr, and Albrecht (1984) define both scientific or non-scientific
research as a communication process. According to these authors
the main aims for carrying out research is to gain information
which help in making decisions. For example, scientists carrying
out research in the hope of reaching decisions related to
intellectual proposi tions which they wish to abandon or build into
theory on how things or people are correlated. As for business
people, research helps them in making decisions on introducing
changes in the company or determining the marketabili ty of a new
product. Finally, organizational analysts are more interested in
discovering factors of organisational stress or conflict which
call for special managerial attention.
In conclusion, a common thesis of "research" is that it is a
systematic process of investigation into a phenomenon in order to
gain informations and facts and develop theories concerning the
subjects which the researcher is interested in.
The following section will present the research questions
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addressed in this study.
5.2. Research Questions
Specifically, this thesis sets out to answer the following
ques tions :-
1. What are the general characteristics of voluntary labour
turnover in Peninsular Malaysia?
2. Are there any contrasting characteristics of voluntary
labour turnover among the different races of blue-collar
workers in the manufacturing sector in Peninsular Malaysia?
3. What are the factors which correlate wi th voluntary
labour turnover among blue-collar workers in the
manufacturing sector in Peninsular Malaysia?
4. What are the factors which correlate wi th voluntary
labour turnover among blue-collar workers of different races
in the manufacturing sector in Peninsular Malaysia?
5. What are the determinant factors influencing blue-collar
workers' decision to voluntarily change thei r employment in
the manufacturing sector in Peninsular Malaysia?
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6. What are the determinant factors influencing the decision
of blue-collar workers' of different races to voluntarily
change thei r employment in the manufacturing sector in
Peninsular Malaysia?
7. Are there any differences amongst blue-collar workers in
the manufacturing sector in Peninsular Malaysia of different
races in the subjective identification of determinant
factors affecting the decision to change jobs?
8. What are the underlying reasons associated wi th the
determinant factors and thei r strength in influencing
voluntary labour turnover among blue-collar workers in the
manufacturing sector in Peninsular Malaysia?
9. What are the underlying reasons associated wi th the
determinant factors and their strength in influencing
labour turnover among blue-collar workers of
races in the manufacturing sector in Peninsular
voluntary
di fferent
Malaysia?
10. Are there any differences in the underlying reasons
associated wi th the determinant factors influencing the
decision to voluntary labour turnover among different races
of blue-collar workers in the manufacturing sector in
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Peninsular Malaysia?
In the following section the research design and strategy
is explored.
5.3. Research Design and Strategy.
A research design is defined as:
.. a plan, blueprint, or guide for data collection and
interpretation sets of rules that enables the
investigator to conceptualize and observe the problem
under study" (Adams and Schvaneveldt, 1985:103).
They further note that exploratory and descriptive
research designs are the two very common designs in the study
of social institutions and human behaviour. Other types of
research designs are field studies and field experiments and
laboratory study.
Wi th regard to the study of labou r tu rnover issues. most
published research has concentrated on attempts to predict
labour turnover, to explain its causes or to discover reasons
for people leaving thei r job, or to study the consequences of
turnover. This study is primarily a retrospective study on the
factors influencing labour turnover. It is descriptive and
exploratory in nature. It attempts to explore the factors which
influence blue-collar workers' decisions to voluntarily change
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their jobs. At a more detailed level it also attempts to
discover differences in labour turnover amongst the three
races.
This study is basically concerned wi th the feelings,
atti tudes and ideas of blue-collar workers toward voluntary
labour turnover. It is carried out at a single point in time,
whereby the judgement and sentiment of the enti re respondents
are compared. Survey research is used as the research strategy
in order to accomplish the objective of this study. The survey
research strategy adopted here has the following phases:-
(1) To identify the research method which is going to be
used in this study.
(2) To determine the source of data which is to be used as
a sampling frame i.e. a complete list of all units from which
the sample is drawn.
(3) To identify a Sample of "tu rnover" to be the
respondents.
(4) To identify adequate and appropriate Instruments for
collecting data.
(5) To check and compare the answers of the respondents in
order to find out the extent of reliabili ty and frankness in
respondent answers.
(6) To identify techniques to analyse data.
Details of these six phases are discussed as follow:
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5.3. 1 . Resea rch Method.
Before discussing the research method to be used, it is
essential to determine the uni t of analysis of the study. This
is important in order to operate the research in a more
practical way. Generally in the study of this phenonmenon,
several uni ts of analysis were identified. For instance, some
studies of labour turnover focus on organisations (Nicholson,
Brown, and Chadwick-Jones, 1976) or individual firms (Bucklow,
1963) and industry as the unit of analysis. For the purpose of
this study, however, the researcher will focus on the
individual as the primary uni t of analysis. The reasons for
concentrating on the individual as the uni t of analysis in this
study is that it is in agreement wi th the approach of Mobley et
al., (1979) that turnover is an individual behavioural choice.
Furthermore, the nature of the personnel records held by
organisations did not permi t an analysis of the reasons which
each worker gave for leaving (Detail will be discussed in
section 5.3.2). Therefore, the study is looking at workers'
perceptions of their jobs, in particular their views of the
factors and reasons for quitting.
It is also noted that labour turnover may take place in
any type of social system such as business firms, government
agencies, schools, hospi tals, professional associations,
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prisons, labour unions, churches, and armies (Price, 1977). For
the purpose of this research the focus will be exclusively on
manufacturing fi rms.
Once the uni t of analysis has been identified, the next
step is to identify the most sui table method of data collection
to be used in this study. There are a variety of approaches of
research method used in the social science such as case study,
su rvey, cross-sectional and longi tudinal approaches (Adams and
Schvaneveldt, 1985).
It is important to take note that turnover is generally a
continuous process, and takes place at unpredictable times. In
order to gather data for the study of this phenonmenon, the
data have to be collected by interviewing those employees who
have experienced this sort of phenonmenon. In order to
accomplish the objective of this study, the most sui table data
used will be based on a survey from former workers and this
method is thought to be the most sui table technique adopted for
the purpose of this study (Kerlinger, 1973). Since survey
research was the primary method which sui ted this study, only
this method will be discussed.
5.3.2.Source of Data
In order to determine the source of data, we first should
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define the target population
labour turnover which we wish
Sudman (1976) the operational
no t be ove rdef i ned bu t has
understudy i.e. the total of
to generalise. According to
defini tion of population should
to be specific and easy to
Addi tionally, Bailey
population might be
implement. The simpler the defini tion of the universe, the
easier and less costly is the task of finding the sample.
(1978) point out that to survey the total
very di fficul t and could reduce the
accu racy of da ta .
Taking into account this valuable consideration, the
target population understudy is defined to all Blue-Collar
workers in five types of manufacturing industries in three
major ci ties in Peninsular Malaysia who had experience of
voluntary labour turnover in the years from 1987 to 1989.
As the amount of labour turnover keeps increasing day to
day unless the government keeps records of people leaving jobs
it is impractical to estimate the population size of turnovers.
In Malaysia there is no social securi ty payment such as the
"Unemployment Benefit", therefore, there is no records of those
who are out of a job. Al though records of unemployment levels
may not identify labou r tu rnovers.
After defining the target population, one should identify
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the sampling frame which is going to be used in choosing the
sample. Bailey (1978) points out that a sample could be more
accurate if a sampling frame exists. For the purpose of this
research, unfortunately, there is no such list of voluntary
labour turnovers in Peninsular Malaysia.
In undertaking this study, the researcher found that none
of the relevant Government Departments in Malaysia could
provide a useful sampling frame on voluntary labour turnover
which would sui t the purpose of this study. Among the relevant
departments which had been approached by the researcher are The
Malaysian Ministry of Human Resources, Malaysian Industrial
Development Authori ty, State Economic Development Coperation,
Statistic Department and Social Securi ty Organisation. It
appears that one of the problems of doing research in most
developing countries is the lack of useable sampling frame for
research. Due to the lack of this basic data, the researcher is
unable to determine the extent of the sampling biases in his
study. As a resul t, the researcher ended up by using which ever
source(s) he could find in constructing a sampling frame for
the purpose of this study.
Based on the researcher's experience, labou r tu rnover
lists are generally unavailable except in big companies. Most
companies did not maintain a complete list of labour turnover.
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Some did not maintain up-dated
records were arrange manually. To
sampling frame is not an easy
personnel records, and most
put together an adequate
task. Furthermore, the
unwillingness of most companies to
reasons of the company's morale,
co-operate for underlying
confidentiali ty or time
constraint led to some limitations for this research.
Taking this into consideration, the researcher has
identi fied three sources of data which could be compiled to
construct a sampling frame that could be used for the purpose
of this study. First, it is derived primarily from a list of
voluntary labour turnover in the personnel record of the
related firms and secondly, from the list of those who have
voluntarily resigned from other fi rms and joined the present
company, which can also be obtained from the personnel records.
Finally, data can be obtained from knowing the individual who
has experienced turnover in that period and through personal
introductions. It should be mentioned here that the survey data
which will be gathered in this study is confined to the years
commencing January 1987 and ending December 1989.
The problem of data collection from these three sou rces is
that it could lead to listing a respondent more than once. The
danger of this is that it might mul tiply the probabili ty of
selection. In order to avoid this problem, it is useful for the
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researcher to only use one source.
If the first source is used, it is practically impossible
to secure a complete or accurate list due to limi ted coperation
from the organisation. Moreover, some of the employees have
left the organisation, working in other places or leaving the
state. In this case they might not be contacted because they
may also have changed their addresses. It is not easy to assess
their current addresses for those who had migrated to other
states. Another disadvantage of selecting the first source is
that the researcher has to travel throughout large geographical
regions which is very expensive and time consuming.
The advantages of using the second source is that the
respondents can be easily contacted, it is less costly and
takes less time. This, however, could only be carried out wi th
the full support from the managements concerned.
Using the third source, might be very costly, time
consuming and the possibli ties of getting a sui table respondent
is very difficult. It is based on the cooperation of their
friends.
In conclusion, then, the second source was used in this
research because it appears to be the most practical in
providing valid data to tackle the research problem.
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Additionally, it provides the easiest, and least costly method
of undertaking this research.
After the objectives of this research and sources of data
have been clearly defined the next step is to determine the
sample.
5.3.3. The Sample
This section deals wi th the selection of a sui table sample
for this research. This includes the number of respondents to
be selected and the practical aspects of contacting
respondents. In choosing the sample, the specific pu rpose of
this study is to see if any different factors influence the
labour turnover decision amongst the different races in
Peninsular Malaysia. Therefore, the unit of analysis is the
individual blue-collar worker of different races who had
experience of voluntarily turnover. Once the uni t of analysis
has been clearly determined, the
establishing the characteristics of
taken into account that suit the
next decision involves
following cri teria for choosing
the sample that should be
purpose of this study. The
this sample should be
conside red: -
a) Group of workers as the uni t of analysis
b) Type of race.
c) Type of industries involved.
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d) Geographical area covered.
e) Time frame.
Based on the above cri teria, the sample needs to be
identify based on the following phases:-
1) The first phase of selection of a sui table sample is to
identify a Sample of "voluntary labour turnover" from a
selected group of workers.
As noted in Price (1977) turnover may include several
forms of organisation and group of workers. For the purpose of
this study attention will only be paid to the Blue-Collar group
of workers. The main reasons justifying such a choice is that
the bulk of turnover is from this group of workers and this
group of workers is the one that gives most problems to the
organisations which need immediate attention in Peninsular
Malaysia (Malaysian:
Addi tionally, the studies
Employment
a re conf i ned
Trend, 1989a, b).
to these ca tego r i es
because financial considerations meant that our attention had
to be restricted to one small subgroup of productions workers.
In this study
analysis. It will be
in the Di rectory of
"Blue-Collar Workers" is the unit of
defined according to major groups 7 to 9
Occupational Classification (Malaysia:
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Manpower Department, 1980: 170) as follows:
workers in this major group are engaged in ordi rectly associated wi th the extraction of minerals,
petroleum and natural gas from the earth and their
treatement; processing, assembling and shaping
various substances to manufacture articles or producegoods; the construction, mai ntenace and repai r of
various types of roads, structures, machines and
other products; manufacturing glass and clay
products; handling materials, operating transport and
other equipment; and performing other labouring tasks
requiring primary physical efforts.
This focus. however, includes only shop-floor rather than
supervisory level workers. A list of Blue-Collar workers from
which respondents of the survey come from are shown in Exhibit
5-1 as attached in Appendix One.
2) The second phase is to select a sui table sample by
identifing a sample of voluntary labour turnover based on
di fferent races.
In this study three di fferent races were carefuly
identified and chosen, namely: Malay, Chinese, and Indian.
These are the three major races in Peninsular Malaysia and
consti tute 99.35 per cent of the total population (Malaysia:
Yearbook, 1989c). The identification of race is based on the
respondent's self reporting.
3) The thi rd phase is to identify a sample of labou r
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turnovers from different types of industry in the manufacturing
sector.
For the purpose of this study, the fieldwork was to cover
five types of industry in the manufacturing sector namely,
Wood, Textile, Electrical and Electronic, Food and Rubber. The
manufacturing sector will be defined according to Malaysia
Indus trial Classi f ica tion (updated) (1971: 20) as follow:
Manufacturing is defined as the mechnical or chemical
transformation of inorganic or organic substances
into new products whether the work is performed by
power-driven machines or by hand, whether it is done
in a factory or in the worker's home, and whether the
products are sold at wholesale or retail.
The firms identified under Wood, Textile, Electrical and
Electronic, Food and Rubber industries are also classified
according to the defini tion stated in Malaysia Industrial
Classi fiction (Updated) 1972 (Malaysia: Department of
sta tis tics, 1972) . The firms involved in this research are
those manufacturing companies wi th factories located in Johor
Bahru, Kuala Lumpur and Penang (as defined in phase 4 in this
section), al though thei r head offices may be located elsewhere.
The idea of choosing this type of industry is related to
it's contribution to the Malaysian economy and is important in
terms of job creation. These industries are estimated to
generate most of the new jobs in 1989. Rubber-based industry is
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estimated to generate 30.7%
electronic industry
of total new jobs, electrical and
woodbased industry 14.6% and22%,
textile industry estimated to generate 10.6% of the total
(Malaysia: Employment Trend, 1989b).
Manufactu ring
because of thei r
companies were emphasised in
cont ribu tion to the Malaysia
this study
economy as
describe in chapter one and two.
4) The fou rth phase 15 to identify a SAMPLE based on the
a rea to be cove red.
It would be useful if the research could cover all the
ci ties in Penisular Malaysia. However, this idea would only be
realistic if factors such as manpower, time and finance were
not a constraint. After taking into account these limitations,
this reasearch only managed to cover three ci ties as its
research location. These three different ci ties are: Kuala
Lumpur, Johore Bahru and Penang (Georgetown).
Six cri teria were used to choose these ci ties as research
locations. First, these ci ties were found to have most of these
three groups of races of blue-collar workers (Please refer to
Table 3-3 in Chapter Three). Second, these three major ci ties
are experiencing the highest rate of labour turnover (Please
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refer to Table 1-1 in Chapter One). Third, beside being the
three largest ci ties in Malaysia, they are the center for most
social, economic and poli tical activi ties in the country which
could attract a large number of workers to work in. Fourth,
based on it geographical location, it is reasonable to choose
three different location to make a better comparison. The three
di fferent locations are in the north, middle and south of
Peninsular Malaysia. Fifth, because of thei r similari ties in
economic contribu tion, these three ci ties are characterized as
commercial ci ties. Finally, these ci ties are relatively
sophisticated wi th good infrastructure, communication system, a
well educated population which understands and is used to the
needs of research. Consequently data collection is made more
practical and successful.
Based on these six cri teria, Kuala Lumpu r, Johor Bahru and
Penang were chosen1. The area to be covered in these three
cities are their free trade zones. In the Johor Bahru area to
be covered are those factories located in Senai, Skudai, Pasir
Gudang, Johor Bahru town, and Larkin. In Kuala Lumpu r, the
areas to be covered are Kuala Lumpur industrial area, Klang
Vally-Petaling Jaya and Shah Alam. In Penang the areas include
1 The researcher realises that al though six cri teria were
used, weaknesses still exist because this is based on the
convenient sampling or the so called "Judgement Sampling". See
Babbie (1986).
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the Bayan Lepas Free Trade Zone (Phase I, II, and III) and
Bayan Lepas Non-Free Trade Zone.
5) The fifth phase is to identify a SAMPLE of turnover
based on a specific time frame.
Di fferent studies measure tu rnover over different periods
of time. March and Mannari (1977) for example, collected their
turnover data over a four years period. Other studies have
looked at turnover over a matter of weeks (Newman, 1974).
Whereas Water and Roach (1979) investigated the relationships
of several factors for a sample of employees over two one year
period. For the pu rpose of this study, since it is a
retrospective study, the survey data which was gathered is
confined to a period of three years. In other words, the sample
will be selected among those who have experienced at least once
in the years January 1987 to December 1989 voluntary labour
tu rnover. This time frame was selected because at this period
(early 1987 to toward end of 1989) this sector was experiencing
serious problems in recrui tment and retention of Blue-Collar
workers. Another reason is because of the economic climate
during this period; In early 1987 Malaysia experienced her
economic recovery from recession. The economic outlook improved
steadily where there were no retrenchments, and employment
opportuni ties increased consistently.
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Next, after the cri teria of the sample has been
determined, the next section is to decide the sample size for
this study. This is important because the sample size selected
must be sufficiently large to permi t useful resul ts and provide
the necessary degree of representativeness. It also involved
minimal costs and time. This will be discussed in the next
section enti tIed "sample size".
5.3.3.1. Sample Size
Most researchers face problems in determining adequate
sample size to be collected. Al though it seems simple and
straightforward, it is however the most difficult part to be
handled accurately (Sudman, 1976). Researchers have suggested
several ways to solve this problem (Cochan, 1963; Sudman, 1976;
Bailey, 1978). However, these researchers tend to agree that
the size of the sample required depends on the nature of the
population, the purpose of the study and the resources
available.
In determining an adequate sample size, Bailey (1978)
suggested that it is more useful to deal wi th few samples but
with a more careful interview. The idea of dealing with smaller
sample sizes is based on the belief that it is easier to
supervise interviewer, follow-up matters, finding respondents,
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shorter periods of time, avoiding the influence of external
events during the study, achieving greater response rates and
greater cooperation from respondents. In addi tion, Babbie
(1986) notes that using larger sample sizes, provides larger
problems of record keeping, and more paperwork which might lead
to greater error.
In deciding this, it is important to note
several ways or techniques for determining
However, most of the literature discusses as
that there are
sample size.
to whether the
technique deals wi th fixed or sequential sampl ing. To employ
the fixed-sized technique, Bailey (1978) for instance, points
out the number 30 is considered by many researcher could be the
minimum size of a sample. Others opt for a minimum sample of
100 uni ts. Other researchers such as Chadwick, Bahr, & Albrecht
(1984) encourage the selection of at least 200 cases.
Similarlly, Sudman (1976) points out that the number of a
sample which is most sui table for unfunded Doctoral
Dissertation Research usually ranges from 200 to 300.
Taking this into account, for the purpose of this study
the technique that has been employed is fixed-size sampling
wi th a size of approximately 300 respondents. In conducting a
survey of labour turnover Ley (1966) used 100 respondents.
Whereas Koch and Steers (1978) carried out a sample consisting
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of only 77 respondents.
The sample size in this study is limi ted by the
cooperation of firms, time and costs factors. As discussed
above in section 5.3.2, the population size cannot be
estimated, no effort will be made in that line. It is however,
essential that the sample size should be sufficiently large to
yield meaningful resul ts for making generalisations about the
entire sample under study. For this study, the aim is to
achieve not less than 30 respondents for each of the races.
This is in line with what as been recommended by Bailey (1978).
In conclusion, the sample size requi red for this study is
based on the nature of the population, the topic being studied,
the completeness of the sampling frame, and the resou rces
available to the researcher.
5.3.3.2. Sampling Design
Most research studies suggested there are basically two
forms of sample design known as the probabili ty and
non-probabili ty design. Both types of design, however, have the
same function that is to select individuals from the population
in a suggested way so that it could generalise the whole
population under study.
Page 185
Chapter Five Research Methodology
Bailey (1978) illustrated that small project studies
normally used non-probabili ty sampling. This author insists
that the unquestionably disadvantages of non-probabili ty
sampling is that the chances of a respondent to be selected are
not known. Consequently, the finding of nonrandom samples
cannot be generalised to the larger populations. The advantage
of non-probabili ty sampling, however, is that it is less
complicated, and less expensive.
I t seems t ha tin mos t cases, researchers in most Thi rd
World Countries face the di fficul ty of utilising probabili ty
sampling technique. Comparati vely, this is because most
developing countries could not provide sufficient sampling
material. For instance, the researcher himself faced this
experience in looking for an adequate sampling frame of
voluntary labour turnover in Peninsular Malaysia which was
going to be used for the purpose of this study (This has been
discussed in section 5.3.2).
If the sampling frame does not exist, the researcher is not
able to employ probabili ty sampling design in his study. As
discussed in Bailey (1978); to employ probabili ty sampling
methods, each individual has a known chance of being included
in the sample. Therefore, it is compulsory to place every
individual in the survey population on a sampling frame. This
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however, is impossible to apply in this study because the
population lists are generally unavailable except in selected
industries and areas. To overcome this problem, the sampling
method which sui ts the study are nonprobabili ty or purposive in
nature, that is, samples are chosen based on the judgement of
the researcher. The researcher was not able to apply the actual
principle of sampling selection in his study due to the fact
that his sample was totally coloured by the willingness of each
firm and person concerned to cooperate. Moreover, the time
limi tation and finacial constraint limi ts the use of the actual
principles of sampling selection.
In conclusion, the sampling design of this research is
therefore a non-probabili ty sample. It involves the personal
judgement of the researcher du ring the selection process.
5.3.4. Data Collection
5.3.4.1. Review of Modes of Data Collection.
There are a variety of methods of data collection which
can be used for a specific type of research design. In su rvey
research, the most common mode of data collection widely used
in the literature is questionnaire, interview or telephone. The
following section will discuss briefly how the three methods
work and when it is appropiate to use them to obtain reliable
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and complete information for the study of voluntary labour
tu rnover. At the end of this section, a conclusion on method
that is most suitable with the purpose of this study would be
drawn.
(i). Interview
Toedt et al., (1962:117) suggested three purposes of doing
interview: "(1) to discover facts, (2) to give information, and
(3) to motivate the interviwee". In practice, there are several
methods exist for conducting an interview. Certain types of
interview which are considered relevant to this study are
discussed as follow:
(a). Personal Interview (Face-to-face Interview).
This technique is one of the most basic forms of gathering
information. Adam and Schvaneveldt (1985:201) noted that "an
interview regardless of type or form is that the respondent is
orally presented wi th questions". Survey research normally use
personal interviews as the basic method of data gathering.
In the study of labour turnover, the personal interview is
conducted by approaching a sample of individuals face-to-face
who have undergone certain experiences of voluntary labour
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tu rnover. This technique permi ts the interviewer to ask
selected former employees who have experience of voluntary
labour turnover to take part in the study.
Generally in conducting personal interview, there are two
broad forms of interview suggested in most li terature
(Kerlinger, 1964; Nachmias et al., 1976):
(i). Standardised interview or Schedule-structu red and
(ii). Unstandardised interview or Nonschedule-structured.
According to Nachmias et al., (1976) the standardised
interview is the most structured form of interview. In this
form of interview, the questions, their sequence and wording
are fixed and are equivalent for each respondent. According to
these authors (p .101) :
this is done to make sure that when variations appear
between responses, they can be attributed to the
actual differences between the respondents, not to
the interview. The researcher attempts to reduce the
risk that changes in the wording of questions, for
example, might elici t differences in responses.
In addition, Kerlinger (1964) noted that in standardised
interview, the question asked has to be well prepared to elici t
information relevant to research question.
Another form of personal interview is the unstandardised
interview. This type of interview is more open and flexible. It
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is completely unstructured. The interviewer was given only a
topic wi th no wri tten question prepared in advance (Bailey,
1978). During the interview, the respondents are allowed
considerable freedom in expressing their interpretion of a
si tuation that is applyed to them (Nachmias et al., 1976).
Basically, in unstandardised interview the questions asked were
guided by the research pu rposes. The interviewer is free to
express the content, sequence, and wording of the question,
constructing the questions as it goes along which he feel fi t
to particular respondents and questions as to obtain perfect or
meaningful information (Kerlinger, 1964).
Among the main advantages of personnel interview is that
the interviewer can inform the purpose of the study, and can
creat rapport which leads to a higher participation rate. It
also could produce better quali ty of data where a skilled
investigator can .. read" people, evaluate the mood of the
respondent and further search more information in a variety of
ways (Adams and Schvaneveldt, 1985). Other advantages of
personal interviews are that it is possible to observe and
recti fy the respondent's misunderstanding. Also it could
examine inadequate or vague responses and control the order of
questions in obtaining complete and meaningful data (Kidder et
al., 1986).
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Oespi te the many advantages of this mode of data
collection, it should be noted that such techniques may also
bring certain disadvantages. The primary disadvantage of
personal interview is that of it high cost. To conduct personal
interviews wi th former employees sometime after leaving their
jobs would not be easy. It required the researcher to travel
throughout large geographical areas which would be expensive in
term of time and finance. Beside their high cost, the
"interviewer effect" is another disadvantage of personal
interview. The interviewer expectations or personal
characteristics could produce some tendency to shape the data
(Kidder et al., 1986).
In developing countries, to elici t reliable and sound
information on voluntary labour turnover, personal interviews
would be consider the most practical method. This is because
most of the lower levels of blue-collar workers in the
developing countries have li ttle or no education background. To
a large extent, personal interview tends to have better
response rate than any other techniques. Persons who are unable
to read and wri te can still answer questions in the personal
interview. Interviewers can explore for more specific answers
and can repeat the questions when necessary.
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( b ). Ex i tIn te rv i ew .
The Exit Interview (also called "termination interview")
is another broadly acceptable instrument which is used to find
out what is causing the employee to qui t their job. According
to Habbe (1952) the exit interview is conducted by asking an
employee before leaving, about the actual reasons for their
decision to leave. Before an employee leaves the organisation,
the supervisor will refer him/her to the personnel department
where he is requested to answer some questions pertaining to
his reason for leaving. They are allowed to express their
feeling about the job and work causing to their decision to
leave. At the end of the interview the interviewer will fill in
"The General Personnel Recommendation Form" and then the "Exi t
Interview Report" which stated the reason for leaving.
Similarly, Hilb (1978: 327-328) stressed that:
"All exit
working daybasis, in
(e.g. overdisturbance
interviews should be done on the last
of the departing employee, on a voluntary
the same room, in a relaxed atmosphere
a cup of coffee), and wi thout any
from outside the office".
If this is done, then it could provide val id, reliable,
and efficient data using this feedback method.
The exit interview, as a technique, however, has probably
generated information of questionable validity and reliability.
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Generally, when the exi t interview takes place it could help to
identi fy the reasons for the employee's departu re. On the one
hand, employees' good cooperation and replies during the
interview may yield some useful insights. On the other hand,
the employees may hesitate to indicate their real reasons for
leaving. They sometimes react emotionally, and give false
reasons instead of indicating the actual reason for leaving.
Also, sometimes the employees might leave wi thout giving any
prior notice and in this case the personnel department would
have no opportuni ty to interview them (Heneman and Kern, 1956).
Addi tionally, Pigors and Myers (1981:222) noted the
following flaws in conducting exi t interviews:
* Often, reasons for leaving are mul tiple, and
employees cannot easily put them into words.
* Sometimes, the chief reason is one which the
employee thinks would prejudice an employer if and
when future references are desired.
* Again, internal stress may make it impossible for
employees to talk freely even to a sympatheticlisterner.
(ii). Telephone Survey.
Telephone interviews are another device for data-
gathering. It is also known as an impersonal method of
collecting information in survey research (Nachmias et
al. ,1976). The main advantage of the telephone interview is
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that "one does not have to leave the work setting and venture
out to find people; one merely needs a directory, questions,
and the phone to obtain extensive amounts of research data"
(Adaff and Schvaneveldt, 1985:219). Additionnally, Kidder et
al.. (1986) notes that telephone interviews offer a high
response rate, better quality of data,
cost depending on geographic area.
high speed and lower
In Malaysia, a telephone survey would be a most
impractical method of obtaining reliable information on
voluntary labour turnover, especially among blue-collar workers
(group 7, 8, and 9). This group of workers is among the lower
and medium strata of the society and only a few of these
households in Malaysia have telephones. Therefore, few
potential respondents could be reached. Moreover, in Malaysia,
telephone interview tends to be more expensive than any other
techniques because of the high telephone charge rates.
(iii). Questionnai re: Post-Exi t Questionnai re
According to Adam and Schvaneveldt (1985:202) a
questionnaire is "a list or grouping of written questions which
a respondents answers.
Schvaneveldt (1985: 202)
administrated interview".
Smith (1975) as quoted in Adam and
define a questionnaire as "a self-
A wri tten questionnai re is conducted
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by mailing or handing to the respondent a set of written
questions which he or she has to fill in wi thout any help from
the interviewer (Bailey, 1978). In the study of labour
turnover, the most common questionnaire used is known as "Post-
exi t questionnai re". This is described briefly as follow:
Post-Exit Questionnaire is also called as "The Post-
Terminal Questionnaire" and is comparatively a new technique
(Gaudet, 1958). It is introduced as an effort to overcome the
weakness of exi t interview (such as the hesi tation of employees
to i ndica te thei r real reasons for leavi ng, and to those who
left wi thout giving any prior notice). It is much the same as
exi t-interview except that it is conducted by mailing to the
employee's home at a later date after he\she has left their job
(Heneman and Kern, 1956). It is less costly and is also
believed that it could provide more frank answers as the
respondents have left the organisation (Gaudet, 1958). Toedt
(1962) insists that the disadvantages of this technique are
that the problem of obtaining current addresses of the
employees who have left the organisation. Another disadvantage
is that this technique produced a low rate of return from those
employees whose new addresses are accessible.
In conclusion, after having analysed all the modes of data
collection suggested above, the structured personal interview
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method is the one to be adopted in this study. In the
structured personal interview, a questionnaire (also known as
"interview schedule" (Bailey, 1978)) was used as an instrument
of data collection but was not given directly to the
respondent. It was filled up by the researcher during face-to-
face interviews wi th the respondents. This technique was
selected because it was found to be the most sui table and
practical method to investigate factors which influence
workers' decision to leave thei r jobs in Peninsular Malaysia.
It is important to mention that the respondents in this study
are among those with lower education level in the country. It
is necessary for the researcher himself to fill up the
questionnaire so as to ensure all questions are answered. Any
misunderstanding could be clarified immediately during the
interview.
If this method is conducted appropriately. it would
accommodate an accurate information and would promote an
accurate evaluation of factors affecting voluntarily labour
turnover from their previous employment. Furthermore, it is the
most practical method in providing valid data to investigate
the phenomenon under study. compared to other methods. It is
important to note that since no sampling frame exists which can
be used for the purpose of the study in this country, it is
better for the researcher himself to conduct face-to-face
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interviews to ensure the completeness of all the answers
needed. This is done due to the fact that it might be di ff icul t
to get enough respondents for the pu rpose of s ta tis tical
analysis.
Other methods such as exi t interviews were not selected
because labou r tu rnover happens at unpredictable times, such
information was very di fficul t or infact impossible to obtain
because the limi tation of this study was that it was conducted
at a particular time. Wi th regard to telephone interview. it
was not selected because the use of the telephone was still not
very widespread among the respondents, since most of them do
not have telephones at home. The Post-exi t questionnaire was
not used because it is not easy to get hold of the present
addresses of former employees if avai lable.
In order to understand this issue more clearly, it is
useful to use combination of several methods. In this case, a
personal interview which combined the employees and employers
views are also useful. To a large extent, this technique could
also help to check and compare the answers of the respondents
in order to find the extent of reliability and frankness in
respondent answer.
In order to obtain a reliable resul t, the pe rsonnel
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managers (department) will be interviewed at a final stage of
this study. They will be interviewed to compare thei r views
based on thei r experience of factors influencing voluntary
labour turnover among blue-collar in Peninsular Malaysia. This
method is considered useful in determining the extent of
reliabili ty and the frankness in respondent's answers. A
combination of these two methods would also be useful in
veri fying the agreement and perception between the Personnel
Managers and the experienced employees on the factor affecting
turnover. It is therefore, to see whether the personnel
manager's perception of why employees quit differs from the
reasons of employee turnover as reported by employees'.
5.3.4.2. The Instruments
Since much of the information needed to accomplish the
objective of this study is primarily concerned wi th the
feelings, attitudes and ideas which could not be obtained from
any other sources of data than the individual Blue-Collar
worker who had experienced voluntary labour turnover
themselves, the data for the research is drawn from a survey of
workers. As discussed in section 5.3.4.1 of this chapter, the
mode of data collection which is most sui table for the purpose
of this study was structured personal interview and is
supported by structured questionnaires as its main instrument.
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Data collected and gathered from the structured questionnaires
are used mainly to answer the research questions and for
generalisation purposes. The questionnaire design will be
discussed in detail in the following section.
5.3.4.3. Questionnaire Design
The data related to the research objectives are collected
through the use of
(questionnaires) to suit
designed to gather the
related to particular
voluntarily turnover.
these two research instruments
the pu rpose of this
factual information
study. It is
and responses
atti tudes and perception towards
The instruments designed in the collection of profile data
and general information associated wi th factors influencing
tu rnover employed a simple coded questionnai re. I t was designed
ei ther in mul tiple-choice or Likert-type format. The practice
of using open-ended questions has been restricted because of
problems of coding. The questions were derived from two
sources: First. from the literature review and secondly from
the result of a pilot study conducted by the researcher in
January 1990. The design of each questionnaire is discussed
brief ly as follows:
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(i) Blue-Collar Workers' Questionnaire:
This ques tionnai re which contains four sections was
designed to measure the degree to which the subjects feel that
one or more of the factors strongly influenced their decision
to change jobs. All items represent statements to which the
subject responds on 5-point Likert-type scales, ranging from
"strongly agree" (5) to "strongly disagree" ( 1 ) 2. T he wo rd i ng
of each item is reversed in an attempt to reduce respond bias.
Items in these questionnai res are mostly of the close-ended
type. The first set is divided into four section as describe
below: -
Section A enti tIed "General factors" consists of four
questions asking the location of the respondent's previous and
present occupation and type of previous and present industry
they were working with. In the first and second questions the
respondents can chose fou r options of answers. In the thi rd and
fourth question there are six choices. Respondents were asked
to tick the most suitable answer. However, in the final survey
the questionnaires were filled in by the researcher.
Section B enti tIed "Demographic and Personal factors"
2 Five-point Likert-type Scale
and allow shorter period of time
Edwa rds and K. C . Kenney (1946).
is used. It is reliable
to administer. See A.L.
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consists of sixteen items (questions) : thi rteen items
concerning demographic factors; one item asking for the number
of voluntarily resignations which is used to measure tu rnover;
and two items concerning personal factors. Respondents were
given a mul tiple-choice answer for each question, and were
asked to tick the most sui table answer.
Section C enti tIed "Organisational factors"; in question
21, consists of nine organisational factors which are thought
as having influenced workers' decision to voluntarily leave
thei r previous occupations. Respondents were asked based on
thei r opinion to tick the extent of thei r agreement and
disagreement toward these factors as having influence thei r
decision to qui t. Each factor presents five options from which
the respondent can chose to answer. Each options is represented
by a number of dimensions employing a five-point Likert-type
scale, ranging from "Strongly agree" to "Strongly disagree".
The number of high grades (5) reflects the degree of agreement
toward the factor as having influence their decision to
turnover.
Questions 22 to 30 consist of question asking the
underlying reasons to turnover. Numbers of underlying reasons
for each factors are as following:
1. Pay (5 reasons)
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2. Promotion (5 reasons)3. Supervisory Practices (5 reasons)4. Peer Group Interaction (6 reasons)5. Work Uni t Size ( 1 reason )6. Job Content (4 reasons)7. Job Securi ty ( 4 reasons)8. Wo rki ng Condi tions (3 reasons)9. Working Hou rs (2 reasons)
Section D entitled "External factor" consists of six
questions. Respondents were asked questions about the extent
they thought three external factors had influenced their
decision to voluntarily leave their previous job.
Respondents were asked to describe thei r perception toward
each variable by ticking the most sui table questionnai re
response. Ini tially, the questionnai res were designed in
English. but, since most of respondents did not understand
English, the questionnaire was then presented in the
respondents' own National Language (Bahasa Malaysia). It was
translated by a language expert. To ensure the reliablility of
the translation, the Malay Language was then translated back
into English by another language expert. I t was no t d i f f i cu 1 t
to translate the questionnai re since most of the terms are
commonly used in Malaysia. (Copies of questionnaires are shown
in Appendix Two - the English version and Three - the Malay
version) .
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(ii) Personnel Managers' Questionnaire:
In addi tion to the Blue-Collar Workers' Questionnaire,
another questionnai re called "Personnel Managers' Questionnai re"
will be used to asses the extent of reliability and the
f rankness in respondent answers. A number of personnel
managers, were given questionnaires to state their opinions of
the problems of turnover in the light of the variables
understudy. It is interesting that such opinions comply wi th
what the respondents had stated themselves. (Copies of the
questionnaires are shown in Appendix Four the English
version) .
5.3.4.4. Timing of Data Collection
The actual data for this research can only be gathered
from those changing their jobs in Peninsular Malaysia itself.
It is important to note that since the funds for carrying out
this research are soley drawn from the researcher's resou rces,
minimising travelling back to Malaysia is necessary because of
the expenses. However, to obtain complete information, several
trips back to Malaysia cannot be avoided. In undertaking this
study, the resea rche r had to retu rn home th ree times. The firs t
return is for the purpose of preliminary study (see Appendix
Six) followed by the second return which is to carry-out the
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pilot and actual study (See Appendix Seven). The final return
is to seek more information to fullfill the gap for the purpose
of data analysis (See Appendix Eight).
(i). The Preliminary Study
The preliminary study was carried out in two months (1st
March to 30th April 1989). The purpose of this study was to
check on the availabili ty of certain kind of information and to
develop contacts wi th organisations which may be prepared to be
involved wi th the research. To obtain better cooperation for
the purpose of this study, support letter from supervisor was
enclosed when contacting the firms concerned (See Appendix
Six). The resul t of this preliminary study revealed several
important issues related to this study:
1) There was no specific lists of
turnover in Peninsular Malaysia which can
voluntary labou r
be used for the
purpose of a sampling frame. Eventhough the researcher had
approached most government agencies Malaysian Ministry of
Human Resou rces, Malaysian Industrial Development Au thori ty,
Statistic Department, State Economic Development Coperation and
social securi ty Organisation - none of them could produce this
most basic data. In addition, in most companies, turnover lists
are generally unavailable except in the big corporations.
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2) Most companies approached wished to keep information
about their company's rate of voluntary labour turnover
conf idential .
3) Most managements advised that the questions should not
reflect on the image of the particular company or explore
sensi tive areas subject to legal action or benefi t the trade
unions.
This preliminary finding produced useful information in
guiding the researcher to carry-out the pilot and actual study.
(ii). The Pilot Study
The pilot study was conducted over two weeks in January
1990. The objective was to determine whether each question was
meaningful, easy to understand, and interesting so that in some
way it could motivate the respondents to answer the questions.
It was also to make sure that none of the questions were
sensi tive and thus cause problems during the interview.
Moreover, it also provided a useful test for the means of data
gathering.
In addition, the pilot study was carried out to estimate
the time to complete the questionnaire and to experiment wi th
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the layout, format and sequence of the questions. It also
helped as a foundation to assess the response rate toward the
questionnai re.
The first step of the pilot study begins wi th contacting
the management of the selected fi rms. They were contacted
ei ther by telephone or personal meeting wi th the researcher.
During the contacting period, the researcher introduced himself
as a lecturer at the school of Management, University Sains
Malaysia. and as a Ph.D student at the University of Stirling,
Scotland. undertaking a survey on the factors affecting labour
turnover in the manufacturing sector in Peninsular Malaysia. In
seeking full cooperation from the firm concerned, he stressed
that the resul ts of the study would hopefully be of great use
for both the private and public sector, especially for the
future policy making of these establishments. Since most
managers seemed to look for a benefi t from cooperation. the
researcher promised to give them a copy of the findings when he
completed his study. This "Barter trade" was considered useful
by the researcher for the following reasons: First, the
researcher manage to keep a good rapport wi th the companies.
Secondly. response bias could be avoided because the companies
treated this study as their own project to investigate problem
of tu rnove r in thei r own companies.
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After gaining permission from the firms concerned, the
pilot study begins by interviewing and administering the
questionnaire to a small group of respondents. To secure an
accurate picture, it was performed by the researcher himself.
At this stage, the researcher received all comments and
suggestions ei ther from the employees or the management of each
firms involved. This is done to avoid unreliable questions and
also to minimised bias during carried out the actual survey.
At the begining of the pilot study, the questionnaire was
distributed to each respondent for self-completion. The
respondent were asked to fill up the questionnaire in the same
day and return back to the researcher upon completion. Later,
wi th the advice of most personnel manager and the respondent
opted to be interview by the researcher, the questionnaires
were finally administer by the researcher himself. This was due
to the fact that they had 1 i ttle or no educational background.
For the pu rpose of
Textile firms in Johor
the pilot study, two firms (Food and
Bahru) were chosen. At this stage,
questionnaires were administered
firm) who had previously changed
interviews were also administered
Managers.
to 20 participants (10 per
jobs at the same time 2
to the respective Pe rsonnel
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Since the questionnai re was administered by the researcher
himsel f, none of the respondents participating in the pilot
study raised any major difficulty in understanding the
questions during the personal interview. Even though there were
some minor problems in understanding the questions. They were
solved easily at the right time. When the reponse indicated
that the respondent misunderstood, the questions were repeated
in a different manner until the researcher explored more
speci fic answers. This technique helped the researcher get a
better response rate in a developing country, such as Malaysia,
where most of the production workers have li ttle or no
education.
There were no problems of time for each interview as it
took an average of thi rty minutes to complete the
questionnaire. The results of the pilot study however,
indicated that minor changes needed to be made. After the
interviews, revisions and minor modifications were made.
Data collection from the personnel managers established
that there were fewer problems in the completion of the
questionnai res compared to thei r workers. Clearly thei r
education level is better than that of their workers. Beside
creating less problems during the interviews and discussion,
the personnel managers provided some valuable recommendations
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on how to obtain better information based on a more appropriate
presentation of some questions du ring the personal interviews.
Following the pilot study and taking into account all the
problems and recommendations posed during the study, the final
version of the questionnaire was more acceptable for obtaining
data from ei ther the workers or personnel managers in the
actual su rvey_
(iii). The Actual Survey
The actual data was collected as scheduled in a two and a
hal f month period from
were administered by the
following way:-
Febuary to March 1990. The instruments
researcher to the subjects in the
(a) Contacting the Relevant Companies
From January 15 until January 30 1990 the researcher
contacted the personnel manager of each of the selected
companies. At this stage, the management of each firm concerned
was informed of the nature of the survey: namely that this
study was to explore the factors that influenced the decision
by blue-collar workers' of different races to voluntarily
change their jobs. This would involve collection of data from
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blue-collar workers in the five types of industries. In
contacting each firm and obtaining permission to administer the
questionnaire, the researcher introduced himself as a lecturer
at the School of Management, Universi ty Sains Malaysia, Penang
and a Ph.D student at the University of Stirling. Beside that,
covering letters from supervisor, University Sains Malaysia,
and Johore State Government which invi ted the management of the
firms concerned to participate and give co-operation to the
researcher were also presented to the management of each
company (See Appendices Nine, Ten, and Eleven).
Having obtained approval, the personnel managers were
asked to select at random a sample, based on the chosen
criteria, (discussed in section 5.3.3), to be interviewed. The
number in the samples to be released by the organisations will
be based on their convenience and availabili ty of data. It is
important to note that most companies do not like to distu rb
thei r production and fu rthermore most of the records were kept
unsystematically. Therefore, the number of samples are totally
dependent on the availabili ty of data for each organisation.
(b) Contacting the Respondents
From Febuary 1st until March 30 1990, a sample of 300 was
contacted and 222 (74%) participated in the survey. They were
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interviewed during and after working hours, depending on the
permission given by of the personnel manager concerned_
Before starting the interview, the workers were informed
of the nature and objectives of the study by their management
and the researcher himself. They were told that the
questionnaire was completely anonymous and their individual
responses would never be revealed to the company. Al though
thei r names and addresses were requested wi th the explanation
that the researcher wanted them for the follow-up matters.
About 10% of the respondents did not want to give their
full names and complete addresses due to concerns over their
participants were
interview period.
ei ther on
sample expected, 222 (74%)
The largest percentage of non-
vacation or ill during the
job secu ri ty. Of
participated in
the 300
the su rvey.
In the final survey, forty-five firms were selected to
participate from whom two hundred and twenty two workers and
forty-one managers were interviewed. The procedures employed
(such as contacting firms, presentation and supporting letters)
in this actual study were the same the one carried out in the
pi lot study.
Page 211
Chapter Five Research Methodology
In the next section the analytic procedures and techniques
employed in the survey will be outlined and explained in
detail.
5.3.5. Data Analysis.
For the purpose of data analysis, standard statistical
techniques will be used. Data obtained from the interviews were
transferred to the computer and the SAS (Statistical Analysis
System) computer package was used in processing and analysing
data. A number of non-parametric tests were performed on the
da ta. These include:
(i). Univariate Statistics / Descriptive statistics
Descriptive statistics such as the frequency
distributions, mean scores of variables and standard deviations
and cross-tabulations were used to describe the data.
(ii). Bivariate analysis / Relationship between factors
Bivariate analysis was used to described the relationship
between "correlate factors" and turnover, this is to see
whether it is significant or not significant. Significant level
which is use is 0.01 and 0.05. Significant level 0.01 was
accepted but was treated as weak relationship. To measure the
association between these two variables, two statistical test
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will be used. Nonparametric correlation computes Spearman Rank-
Order correlation. On the other hands, when two variables are
in different levels of measurement, i.e. nominal vs. ordinal,
the Analysis of variance will be
relationship and strength.
used to measure the
(iii) Differences between quanti tative variables
Duncan's F-Test was used to see if there are any
di fferences between the variables.
5.4. Limi tations and Problems in Research Methodology
This research accepted the reali ty that every method has
its own weaknesses. In order to overcome these weaknesses,
several combinations of quanti tative and quanli tative analysis
were used.
Research on organisational behaviour requi res a longer
period of time and cooperation from the firm and employees
involved to get the relevent answers. Data collection was
schedu led for only three months, therefore, it needed good
preparation, especially in terms of financial abili ty,
transportation and communication facili ties and most
importantly public relations. The researcher not only has to
deal wi th secretary of the personnel manager, but to pu rsuade
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them that this research could benefi t the company and the
country. In certain cases the researcher has to seek relatives
and friends who has contact wi th the relevant companies bu t
also gain help from the Ministry of Labour, the Malaysian
Industrial Development Authori ty and the State Officer and
Customs Officers.
Time scheduled to meet several personnel managers was
wasted due to urgent meetings or unschedule agenda which needed
immediate attention by them. In the case of facing delays by
the personnel manager, the researcher sought help from the
State Goverments and Custom Officers in Johor Bahru. Since the
researcher is a lecturer in the University Sains Malaysia which
is located in Penang, there were fewer difficulties in this
area. However, because of the lack of contact in Kuala Lumpu r,
the researcher did not received the hoped for cooperation.
In addi tion to this problem, response bias in selection of
the respondent cannot be avoided. It is known that there is a
possibli ty that the personnel managers involved selected
workers whom they believed would project a posi tive image of
the organisation. However, the possibili ty of such a bias
arising has been reduced as much as possible (Already discussed
in page 206) and because the workers' perceptions reflect their
experiences while working elsewhere.
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Another problem faced by the researcher is some
respondents are not willing to be interviewed, because they
feared losing thei r jobs. For the same reason, the respondents
requested not to tape or take notes of the conversation or
discussion beyond the questions set in the ques tionnai re du ri ng
the face-to-face interview. This is also because of the
sensi tivi ty of the issue which is racial in characteristic.
Therefore, taping of interview sessions as an al ternative to
note taking was dropped. For the Non-Malay respondents, the
questionnaire written in English has to be used. In one case in
particular in Johore Bahru (name of company is not to be
revealed) the respondent a Chinese who does not understand
ei ther Malay or English was provided by the organisation wi th a
translater to respond to the questionnaire. However, this was
very rare.
5.5. Summary
The research approach adopted in this study is descriptive
and exploratory in nature. The approach chosen is determined by
the lack of research in the area of factors influencing
voluntary labour turnover among different races in Peninsular
Malaysia. Data for this study was collected through surveys of
former workers who have left at least one organisation and
joined their current employer.
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Since the sampling frame does not exist, the most suitable
sampling method for the purpose of this study is nonprobabili ty
or purposive in nature. It is based largely on the cooperation
of the firm and employee involved. The technique for data
collection employed in this study is the structured personal
interview. A questionnaire (interview schedule) is used as an
instrument of data collection. It is filled up by the
researcher during face-to-face interview to ensure all the
questions are answered. This technique is chosen because the
respondents in this study have a relatively low educational
background.
For the purpose of processing the data, Statistical
Analysis
utilised
System computer package is used. Among the test
to analyse the data include descriptive statistics,
bivariate analysis such as Spearman Rank-Order correlation and
Analysis of Variance. Whilst Duncan F-Test is used to see if
there are any differences between the variables and races.
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CHAPTER six:
THE FINDINGS
6.0. I nt roduction
This chapter aims
statistical analysis of
to display the
data collected
findings of the
by the survey
instruments in this study. The presentation of these findings
is divided into two parts. Part I will exhibit the findings of
the analysis of data collected from the Blue-Collar Workers
Questionnaires. Whereas Part II will presents the findings of
data collected from the Personnel Managers Questionnaires.
Part I
The Findings of the Blue-Collar Workers Questionnaire
The purpose of this part is to reveal the findings of the
data collected from the Blue-collar Workers Questionnaire. It
will be presented according to the sequence of the research
ques tions. Comprehensi ve explanation, clarification and
discussion of the findings are retained for chapter Seven.
Data obtained from the survey was coded and transferred the
computer. The SAS (Statistical Analysis System) computer
package was used in processing and analysing the data.
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In the process of analysing the data, several statistical
methods were used which made it possible to achieve the
research objectives. According to their appropriateness, a
range of statistical techniques were used to analyse the survey
data: univariate analysis (such as frequency distributions,
percentage and means), One Sample Test, and Bivariate analysis
(such as a one-way ANOVA, and Spearman Rank-Order correlation).
A large portion of the analysis used simple descriptive
s ta tis tics such as percentages, frequencies and means. These
simple descriptive statistics were computed to describe the
profiles of the respondents, and the agreements of the
respondents toward factors influencing thei r decisions' toward
voluntary labour turnover. In addition, a One Sample Chi-Square
Test was used to test whether the responses of the respondents
differed in frequency.
In order to measu re the relationship between two
variables, bivariate analysis such as Spearman Rank-Order
Correlations and Analysis of Variance were used. Finally, the
Duncan F Test will be utilised to test the differences
between the means of the three races towards several variables.
All statistical resul ts were tested at both the .05 and
.01 level of significance. The results of the present study
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will be presented in the following section.
6.1. Presentations of the Research Questions and Results.
This section presents the resul ts of the study. The
profile of respondents will be presented first, followed by the
stated research questions. Finally, the results obtained will
be presented.
6.1.1. Analysis of the Profile of the Respondents
This section will present a brief descriptive analysis of
the sample data. It is noteworthy that this sample is not
random (See Section 5.3.3.2), however, it bears reasonable
resemblance to the populations of Malaysia. The Malaysian
population is characterised by the Malays as the majori ty group
and the Chinese and Indians as the minori ties. It is thus,
qui te acceptable to expect that the respondents that had been
sampled as in this case resemble the general population
characterised as above.
In the selection of the sample, three types of races,
namely Malay, Chinese, and Indian were involved. These three
races were selected from three major ci ties in Peninsular
Malaysia. They were Kuala Lumpu r, Johor Bahru and Penang
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(discussed earlier in detail in Section 5.3.3 of Chapter 5).
The following sections therefore, describe the distribution of
the sample.
In the final survey of the present research, a total of
222 respondents participated. Table 6-0 reveals that out of the
222 respondents interviewed, the majori ty of them were Malay
(63.96 %, n = 142). The non-Malays were divided equally between
the Chinese (18.02 %, n = 40) and Indian (18.02 %, n = 40). Due
to the fact that the population of the Chinese and the Indians
relative to the Malays are small, it is not unexpected,
therefore, that the sample should include lower percentages for
these two racial groups.
From Table 6-0, one can also see the distribution of
respondents according to the research location. It is noted
that 22.07 % (n = 49) of the total 222 respondents interviewed
were from Kuala Lumpur, 42.79 % (n = 95) from Johor Bahru and
35.14 % (n = 78) from Penang.
The majori ty of the Malay respondents were from Johor
Bahru and Penang comprising of 23.87 % (n = 53 for each state)
of the total sample. For the Chinese and Indian, the majori ty
were from Johor Bahru. They accounted for 7.66 % and 11.26 %
respectively. Given the good response and cooperation from
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respondents experienced in Johor Bahru, it is expected that
most of the three races participated in this study (42.79 % of
the total respondents, n = 95) were from this ci ty. The
variation of response from the three ci ties is expected as
already discussed in the methodology chapter (Refer to Section
5.4 of Chapter 5).
TABLE 6-0.
UNIVARIATE ANALYSIS SHOWING DISTRIBUTION OF RESPONDENTS,
BY LOCATION OF PREVIOUS OCCUPATION AND RACE.
Location\ Race Total Malay Chi ne se Indian
n % n % n % n %
Kuala Lumpu r 49 22.07 36 16.22 11 4.95 2 0.90
Johor Bahru 95 42.79 53 23.87 17 7.66 25 11.26
Penang 78 35.14 53 23.87 12 5.41 13 5.86
Total 222 100.00 142 63.96 40 18.02 40 18.02
6.1.2. RESEARCH QUESTION 1: WHAT ARE THE GENERAL
CHARACTERISTICS OF VOLUNTARY LABOUR TURNOVER IN
PENINSULAR MALAYSIA?
Seven observable variables were used to answer this
research question as follows:-
a. Present age of the respondents
b. Length of service with last employer
c. Marital status of respondents
d. Respondents' sex
e. Level of education achieved by respondents
f. Total number of dependents
g _ Number of Voluntary Resignation Since Intial Employment.
The analysis on each variable will be presented in the
next sub-section 6.1.2.1.
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6.1.2.1. Analysis of the Present Age of the Respondents.
Table 6-1. shows that the largest single age group in the
sample were within the 20 to 24 years age group (43.2%, n =
96). Whilst the smallest group (0.9%, n = 2) were from the 45
and above age group.
TABLE 6-1.
UNIVARIATE ANALYSIS SHOWING AGE DISTRIBUTION, BY RACE
Age \ Race Malay Chi ne se Indian Total
(In Years) n % % n % % n % % N %
15 to 19 23 10.4 ( 16.20) 3 1.4 ( 7.50 ) 0 0.0 ( 0.00) 26 11. 7
20 to 24 62 27.9 ( 43.66) 17 7.7 ( 42.50) 17 7.7 ( 42.50) 96 43.2
25 to 29 27 12.2 ( 19.01) 11 5.0 ( 27.50) 12 5.4 ( 30.00) 50 22.5
30 to 34 17 7.7 ( 11. 97) 6 2.7 ( 15.00) 10 4.5 ( 25.00) 33 14.9
35 to 39 9 4.1 ( 6.34 ) 2 0.9 ( 5.00) 1 0.5 ( 2.50) 12 5.4
40 to 44 3 1.4 ( 2.11 ) 0 0.0 ( 0.00) 0 0.0 ( 0.00) 3 1. 4
45 above 1 0.5 ( 0.70) 1 0.5 ( 2.50 ) 0 0.0 ( 0.00) 2 0.9
Total 142 64.0 (l00.00) 40 18.0 (100.00) 40 18.0 (lOO. 00) 222 100.0
(The figures in brackets reveal the percentage rate out of each race)
6.1.2.2. Analysis of Length of Service With Last Employer of
the Respondents
Table 6-2, shows that the largest group (44.1%) of the
sample was found among those whose length of service wi th their
last employer was 6 months or less. Those who had served 12
months or less with their last employer, accounted for 68.9% of
the total voluntary labour turnover in this research. This
means that those wi th shorter periods of service wi th thei r
las t employer tend to change job more frequently. The same
Table also shows that the smallest group of respondents (2.7%)
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have length of service records wi th their last employer
amounting to 25-30 months.
TABLE 6-2.
UNIVARIATE ANALYSIS SHOWING LENGTH OF SERVICE DISTRIBUTION, BY RACE
Length of
service \ Race Malay Chinese Indian Total
(In Months) N % % N % % N 11 % N %,
o to 6 62 27.9 ( 43.66) 22 9.9 ( 55.00) 14 6.3 ( 35.00) 9B 44.1
7 to 12 37 16.7 ( 26.06) 8 3.6 ( 20.00) 10 4.5 ( 25.00) 55 24.8
13 to 18 12 5.4 ( 8.45 ) 2 0.9 ( 5.00) 5 2.3 ( 12.50) 19 8.6
19 to 24 9 4.1 ( 6.34 ) 2 0.9 ( 5.00) 3 1. 4 ( 7.50 ) 14 6.3
25 to 30 5 2.3 ( 3.52) 1 0.5 ( 2.50 ) 0 0.0 ( 0.00) 6 2.7
31 to 36 6 2.8 ( 4.23) 3 1. 4 ( 7.50) 1 0.5 ( 2.50 ) 10 4.5
37 or more 11 5.0 ( 7.75 ) 2 1. 0 ( 5.00) 7 3.2 ( 17.50) 20 9.0
Total 142 64.0 (100.00) 40 18.0 (ioo 00) 40 18.0 (100.00) 222 100.0
(The figures in brackets reveal the percentage rate out of each race)
6.1.2.3. Analysis of Mari tal Status of the Respondent
Table 6-3 reveals that the majori ty of the sample are
single workers. They account for 65.3% (n = 145) of the total.
The figu res also show that those who are married wi th no
children account for 26.0%. These percentages, however, are
reversed for those married with children, and the divoced or
widowed groups where they constitute only 8.1% and 0.9%
respecti vely.
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TABLE 6-3.
UNIVARIATE ANALYSIS SHOWING MARITAL STATUS DISTRIBUTION, BY RACE
Mari tal
Status \ Race Malay
n % %
Chi nese
n % %
I ndi an
n % %
Total
n %
Single 93 41.9 (65.49) 30 13.5 (75.00) 22 9.9 ( 55.00) 145 65.3
Married/Child 11 5.0 ( 7.75) 3 1.4 (7.50) 4 1.8 (10.00) 18 8.1
M/No children 38 17.1 (26.76) 7 3.2 (17.50) 12 5.4 (30.00) 57 26.0
Divoce/Widowed 0 0.0 ( 0.00) 0 0.0 (0.00) 2 0.9 ( 5.00) 2 0.9
Total 142 64.0 (100.00) 40 18.0 (100.00) 40 18.0 (100.00) 222 100.0
(The figures in brackets reveal the percentage rate out of each race)
6.1.2.4. Analysis of the Sex of Respondents
The resul ts of this survey as shown in Table 6-4 reveal
that considerably more than half of the respondents (68 %, n =
151) wer~ female (the latter 32 % (n = 71) were male).
TABLE 6-4.
UN IVARIATE ANALYSIS SHOWING SEX DISTRIBUTION, BY RACE
Sex \ Race Malay
n % %
Chinese
n % %
I ndi an
n % %
Total
n %
Male 48 22.0 (33.80) 10 5.0 (25.00) 13 6.0 (32.50) 71 32.0
Female 94 42.3 (66.20) 30 13.5 (75.00) 27 12.2 ( 67.50) 151 68.0
Total 142 64.0 (100.00) 40 18.0 (100.00) 4018.0 (100.00) 222 100.0
(The figures in brackets reveal the percentage rate out of each race)
6.1.2.5. Analysis of Level of Education Achieved by Respondents
In general, slightly less than half (45.5 %, n = 101) of
all the respondents had obtained an upper secondary
qualification (Malaysian Certificate of Education). A further
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4.1 % (n=9) had achieved "others" education level and 9 % (n =
20) with Technical School Certificate qualifications. However,
only 0.9 % (n = 2) of the respondents had not obtained any form
of formal education and 12.2% (n = 27) had only managed to
achieve standard six or lower education. Generally, this means
tha t those wi th an upper secondary qualifications are
disproportionately represented in this sample of voluntary
labou r tu rnover_
TABLE 6-5.
UNIVARIATE ANALYSIS SHOWING LEVEL OF EDUCATION DISTRIBUTION, BY RACE
Level of Malay Chinese I ndi an Total
Education\Race n % % n % % n % % N %
No Educa tion 0 0.0 ( 0.00) 0 0.0 ( 0.00 2 0.9 ( 5.00) 2 0.9
Standard 6 12 5.4 ( 8.45) 7 3.2 ( 17.50) 8 3.6 ( 20.00) 27 12.2
L.C. E. 34 15.3 ( 23.94) 17 7.7 ( 42.50) 12 5.4 ( 30.00) 63 28.4
M .C. E. 72 32.4 ( 50.70) 12 5.4 ( 30.00) 17 7.7 ( 42.50) 101 45.5
T. S. C. 18 8.1 ( 12.68) 2 0.9 ( 5.00 ) 0 0.0 ( 0.00) 20 9.0
Others 6 2.7 ( 4.23) 2 0.9 ( 5.00) 1 0.5 ( 2.50) 9 4.1
TOTAL 142 64.0 (lOO. 00 ) 40 18.0 (100.00) 40 18.0 (100.00) 222 100.0
(The figures in brackets reveal the percentage rate out of each race)
6.1.2.6. Analysis of Number of Dependent of the Respondents
A study of Table 6-6, shows that the majori ty of the
sample have 1 to 5 dependents. Those wi th 1 to 5 dependents
account for 84.7% of the total respondents, compared to 15.4%
for those wi th dependents of 6 or more. Those respondents
interviewed who have one dependent contributed the largest
percentage (29.4 9. )o . On the contrary, those wi th seven
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dependents account for 2.3% of the total respondents. This
study shows that increases in number of dependents are related
to decreased tendencies to voluntary labou r tu rnover. Age is
likely to be a factor in this.
TABLE 6-6.
UNIVARIATE ANALYSIS SHOWING NUMBER OF DEPENDENT DISTRIBUTION, BY RACE
Number of Malay Chinese Indian Total
Dependent\Race n % % n % % n % % N %
1 42 19.0 ( 29.79) 14 6.3 ( 35.00) 9 4.0 ( 22.50) 65 29.4
2 21 9.5 ( 14.89) 5 2.3 ( 12.50) 5 2.3 ( 12.50) 31 14.0
3 28 12.7 ( 19.86) 7 3.2 ( 17.50) 9 4.1 ( 22.50) 44 20.0
4 16 7.3 ( 11.35) 3 1. 4 ( 7.50) 6 2.7 ( 15.00) 25 11. 3
5 13 5.9 ( 9.22) 4 1.8 ( 10.00) 5 2.3 ( 12.50) 22 10.0
6 9 4.1 ( 6.38) 5 2.3 ( 12.50) 4 1. 8 ( 10.00) 18 8.1
7 2 0.9 ( 1.42) 1 0.5 ( 2.50) 2 0.9 ( 5.00) 5 2.3
8 of more 10 4.5 ( 7.09) 1 0.5 ( 2.50) 0 0.0 ( 0.00) 11 5.0
TOTAL 141 63.8 (¡OO.OO) 40 18.0 (l00.00) 40 18.0 (100.00) 221 100.0
(The figures in brackets reveal the percentage rate out of each race)
6.1.2.7. Analysis of Number of Voluntary Resignation Since
I ni tial Employment of the Respondents
A study of Table 6-7. shows that most of the voluntary
labour turnover (45.05%, n =100) in this study had only one
voluntary resignation since ini tial employment. Whilst the
smallest group were from those with 5 and 6 voluntary
resignation since intial employment which accounts for 1.35 %,
n = 3 respectively.
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TABLE 6-7.
UNIVARIATE ANALYSIS SHOWING NUMBER OF VOLUNTARY RESIGNATION SINCE
INITIAL EMPLOYMENT DISTRIBUTION, BY RACE
Numbe r of Malay Chinese Indian Total
Resignations\
Race n % % n % % n % % N %
1 66 29.73 ( 46.48) 15 6.76 (37.50) 19 8.56 ( 47.50) 100 45.05
2 42 18.92 ( 29.58) 18 8.11 ( 45.00) 13 5.86 ( 32.50) 73 32.88
3 21 9.46 ( 14.79) 2 0.90 ( 5.00) 6 2.70 ( 15.00) 29 13.06
4 10 4.50 ( 7.04 ) 2 0.90 ( 5.00) 2 0.90 ( 5.00) 14 6.31
5 2 0.90 ( 1. 41) 1 0.45 ( 2.50 ) 0 0.00 ( 0.00) 3 1. 35
6 1 0.45 ( 0.70 ) 2 0.90 ( 5.00) 0 0.00 ( 0.00 ) 3 1.35
TOTAL 142 63.96 (lOO. 00 ) 40 18.02 (100.00) 40 18.02 (100.00) 222 100.00
(The figures in brackets reveal the percentage rate out of each race)
6.1.3. RESEARCH QUESTION 2: ARE THERE ANY CONTRASTING
CHARACTERISTICS OF VOLUNTARY LABOUR TURNOVER AMONG
THE DIFFERENT RACES OF BLUE-COLLAR WORKERS IN THE
MANUFACTURING SECTOR IN PENINSULAR MALAYSIA?
The seven observable variables presented in section 6.1.2.
were also utilised to answer this research question. The
following sections display the findings of each variable.
6.1.3.1. Analysis of Voluntary Labour Turnover by Age and Race.
The data obtained and presented in Table 6-1 revealed that
more than 40% of the respondents of each race are between 20
and 24 years of age. The data reveals that the pattern of
percentage distribution among the races wi thin this age group
was almost the same.
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It is noteworthy that there were significantly more Malays
(16.20%, n = 23) than Chinese (7.5%, n = 3) and Indians (0 %,
n = 0) within the youngest group, 15-19 years: in fact more
than twice as many Malays as Chinese and Indian wi thin this
group. In addi tion no-one from the Indian group was found
within the age group of 15 to 19 years.
The data in Table 6-1 shows that the smallest single age
groups in the sample of the three races shows no differences at
all. The data establishes that as age increases, the frequency,
of labou r tu rnover decreases. The group wi th the lowest level
of voluntary labour turnover among these races were wi thin the
40 and above age group (Malay - 2.81%, n = 4; Chinese - 2.50 %,
n = 1; and Indian - 0.00%, n = 0). The su rvey concludes that
most of the voluntary labour turnover in this survey involves
young workers.
6.1.3.2. Analysis of Length of Service of the Respondents by
Race.
Table 6-2. shows that the highest levels of voluntary
labour turnover were found amongst those who had served 6
months or less wi th thei r previous employer. In addi tion there
was li ttle difference in the pattern pf length of service
wi thin the different racial groups. For the Chinese, the
biggest group was found amongst those who had served wi th their
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previous employer for 6 months or less (55.0%, n = 22). Almost
similar distribution was found among the Malays (43.66%, n =
62), and the Indians (35.0%, n = 14).
6.1.3.3. Analysis of Marital Status of the Respondents by Race.
Table 6-3, shows the breakdown of the marital status of
the Malay, Chinese and Indian. The resul ts demonstrate that
mari tal status for the races is roughly the same. Among the
Malay respondents 65.49% (n = 93) are single. A similar pattern
of distribution were found among Chinese (75.0%, n = 30) and
Indian (55.0%, n = 22). The data shows that the largest groups
of each of the three races were "single" and "married wi th no
children" .
Conversly Table 6-3, shows that the smallest group of
respondents in each of the three races was found in the
"married wi th children" and "Divoced or Widowed" group. The
figures shows 5.0% (n = 2) of the Indian was found in group
"Divoced or Widowed". On the contrary, none of the Malays and
Chinese respondents were divorced or widowed.
6.1.3.4. Analysis of Respondents by Sex and Race
Table 6-4 shows that women have a higher representation in
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the sample of voluntary labou r tu rnover than men, and the
proportions are broadly the same for the three races. Out of
the Malay respondents 66.2% (n = 94) are female. Similarly, 75%
(n = 30) of the Chinese and 67.5% (n = 27) of the Indian
respondents are female.
6.1.3.5. Analysis of Level of Education Achieved by Race
Table 6-5 reveals that none of the Malay and Chinese
respondents were without any kind of formal education, but 5%
(n = 2) of the Indian respondents were wi thout any education.
Wi th regards to higher educations, most of the Malay and Indian
respondents seem to have better education than the Chinese.
Amongst the Malays, 50.7% (n = 72) were found with Malaysian
Certi ficate of Education (M. C. E) qualification. A similar
pattern of distribution (42.5%. n = 17) was found among the
Indians. On the other hand, most of the Chinese (42.5%, n = 17)
had the Lower Certificate of Education (L.C.E) qualification.
6.1.3.6. Analysis of Number of Dependent of the Respondents by
Race
Table 6-6, shows that 29.79% (n = 42) of the Malay, and
22.5% (n = 9) of the Indian respondents have one dependent
(Number of dependent was measured by the number of respondent's
family who are depending on him. For instance, respondent's
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wi fe, children or parents. For the pu rpose of this study, the
respondent is considered as a dependent). Analysis shows that a
sI ightly higher percentage (35%, n = 14) of the Chinese
respondents have one dependent. On the other hand, those wi th a
large number of dependents represented the lowest percentage of
ou r respondent. For instance, 1% of the Malays had 7 dependents
and 2% of the Chinese had 8 or more dependents.
Analysis shows that those wi th the highest rates of the
voluntary labour turnover among the three races have few
dependents.
6.1.3.7. Analysis of the Number of Voluntary Resignations Since
Ini tial Employment of the Respondents by Race
A study of Table 6-7. shows almost the same pattern was
found in the number of voluntary resignations since ini tial
employment among the three races. The largest single groups of
respondents were found among those who had resigned once since
their initial employment, i.e., for the Malays 46.48%, for the
Chinese 37.50% and for the Indians 47.5%. Conversely, the
smallest groups of respondents were those wi th five or six
resignations since thei r ini tial employment, for example 0.70%
of the Malay. None of the Indian respondents has six Voluntary
resignation since ini tial employment. Among the Chinese the
smallest group was found among those wi th five experience in
voluntary turnover since ini tial employment.
Page 231
Chapter Six The Findings
6.1.4. RESEARCH QUESTION 3: WHAT ARE THE FACTORS WHICH CORRELATE
WITH VOLUNTARY LABOUR TURNOVER AMONG BLUE-COLLAR WORKERS
IN THE MANUFACTURING SECTOR IN PENINSULAR MALAYSIA?
This research question involves the examination of the
relationship between one independent variable, demographic
factorsl and the dependent variable, turnover. A paradigm of
seven studied variables defines the independent variable as
follows: -
Demographic Factors:
Variable One
Variable Two
Variable Three
Variable Four
Variable Five
Variable Six
Variable Seven
Age
Length of Service
Mari tal Status
Sex
Total No. in the Family
NO.of Dependent
Level of Education.
The dependent variable turnover was defined as number of
resignations since ini tial employment.
Bivariate Statistical Analysis is used to describe the
relationship between "correlate factors" and turnover. To
measure the association between the independent and dependents
variables, two statistical tests will be used and are described
as below:
1 Also called as "Correlate Factors". Price (1977:24)
states that the correlate variables are "the indicator to which
turnover is related...A commonly used term whose meaning is
equivalent to correlate is demographic variable". In addi tion,
Porter (1973: 164) states that these variables are "unique to
the i ndi viduals which appears to have a significant impact on
the problems of turnover".
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(a) Spearman Rank-Order Correlation.
For the purpose of this research question, the Spearman
Rank-Order Correlation procedure will be used to measure the
correlation between any two variables which are at the same
level of measu rement (ordinal or numeric variable) .
Addi tionally, it is most commonly used to measure nonparametric
correlation. It is utilised to measure the strength of the
relationship and can also be used to test the significance of
the relationship between variables.
(b) Analysis of Variance
On the otherhand, when two variables are in different
levels of measurement i.e. nominal vs ordinal or interval, the
most suitable statistical tool is the Analysis of Variance.
This technique is designed to test the differences between the
means of several groups of scores. The means of groups of
scores are tested by calculating the statistic F which compares
the variabili ty between individual scores wi thin the group.
Table 6-8 displays the correlation of voluntary turnover
wi th demographic factors. From the table, the Spearman Rank-
Order Correlation is used to compute the association of five
demographic variables wi th voluntary labour tu rnover. They are
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as below:
a) Age
b) Length of Service
c) Total Number in the Family
d) Numbe r of Dependent
e) Level of Education
Even though "mari tal status" and "sex were also
categorised as demographic variables, they were omitted from
this statistical test because these two variables were at
di fferent levels of measu rement wi th the dependent variable
(tu rnover). Therefore, the most sui table statistical tool for
the computation of the association of these two demographic
variables wi th voluntary labou r tu rnover is the One-Way
Analysis of Variance. It which will be presented in page 236.
DISPLAY OF FACTORS WHICH CORRELATE TO TURNOVER
TABLE 6-8.
CORRELATION OF VOLUNTARY TURNOVER WITH
DEMOGRAPHIC FACTORS IN PENINSULAR MALAYSIA
i teiis
Correlation
Coefficient
(r)
Signi ficant
Level
(p)
Age
Length of Service
Total NO.in the Fa~ily
No. of Dependent
Level of Education
.22
'.05
.02
-.01
.02
.001 (S *)
.500 (N.S)
.750 (N.S)
.895 (N. S)
.774 (N.S)
* Significant at p ( .01
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Table 6-8 above shows the Spearman rank-order correlation
on the relationship between five demographic factors and number
of voluntary resignations. The results of the statistical
analysis indicate that age was found to be significantly
correlated wi th the number of voluntary resignations. The
statistical computation for the two variables produced a
signi ficant correlation coefficient (r) value of 0.22 at the
0.01 level of confidence.
On the otherhand, from Table 6-8, it is evident that there
is no significant relationship between length of service, total
number in the family, number of dependent and level of
education with number of voluntary resignation either at 0.01
or 0.05 level of confidence.
Table 6-9 displays the bivariate findings between age and
frequency of resignation since ini tial employment. From the
cross-tabulation between these two variables it is evident that
as age increases, the number of the sample decrease. At the age
15-19 (11.71 %, n = 26), and at the age 45-49 (0.90 %, n = 2).
Similarly. as the number of resignation increases, the number
of sample also descreases. The figures show that those who have
resigned once account for 45.05% (n = 100) and as the number of
resignations increase to 6 times the number in the sample
decreases (1.35%, n = 3). This finding confirms the results of
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the Spearman rank-order correlation which suggests that there
is a posi ti ve relationship between age and the frequency of
resignations since ini tial employment.
TABLE 6-9.
DISPLAY OF SIVARIATE FINDING BETWEEN AGE AND TURNOVER
FOR BLUE-COLLAR WORKER IN PENINSULAR MALAYSIA (Cross-
Tabulation between Number of Voluntarily Resignation
Since Initial Employment by Age).
---------------------------------------------------------
FREQUENCY
PERCENT 15-19 20-24 25-29 30-34 35-39 40-44 45-49 TOTAL
19 43 23 10 4 1 0 100
8.56 19.37 10.36 4.50 1.80 0.45 0.00 45.05
4 37 11 14 5 1 1 73
2 1.80 16.67 4.95 6.31 2.25 0.45 0.45 32.88
2 10 9 6 1 1 0 29
3 0.90 4.50 4.05 2.70 0.45 0.45 0.00 13.06
0 5 5 3 1 0 0 14
4 0.00 2.25 2.25 1.35 0.45 0.00 0.00 6.31
1 0 1 0 1 0 0 3
5 0.45 0.00 0.45 0.00 0.45 0.00 0.00 1.35
0 1 1 0 0 0 1 3
6 0.00 0.45 0.45 0.00 0.00 0.00 0.45 1.35
26 96 50 33 12 3 2 222
TOTAL 11.71 43.24 22.52 14.86 5.41 1.35 0.90 100.0
----
Beside the Spearman Rank-Order Correlation analysis, the
One-Way Analysis of Variance is also used to describe the
association between two demographic variables wi th voluntarily
resignation. The two variables are as below:
a) Sex
b) Marital Status
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Table 6-10 below displays the resul ts of the Analysis of
Variance test on sex groups. These techniques are used to test
the significant differences between the means of the two groups
of variables (Male and Female) toward number of voluntary
resignations. Differences between the two means of groups of
score are tested by calculating the statistic F which compares
the variablili ty between individual scores wi thin the group.
TABLE 6-10.
ANOVA Table for Testing Differences Between
Two Sex Groups Means in Voluntarily Turnover
in Peninsular Malaysia
SOURCE Q. SUM OF SQUARE MEAN SQUARE
Between Group
Wi thin Group
1
220
1. 6907
256.1290
1.6907
1.1642
F Value: 1.45 p ( .23
DISPLAY OF THE TWO MEANS:
GROUP ~ MEAN DUN CAN GROUP ING
Male
Female
71 2.03
151 1. 84
A
A
MEANS WITH THE SAME LETTER ARE NOT SIGNIFICANTLY DIFFERENT
Table 6-10. reveals that although the mean for male (2.03)
is higher than the mean for female (1.84) respondents in this
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study, our result obtain from the Duncan F - Test indicate that
statistically there is no significant difference among the
means of the two group, where p ~ 0.23. The obtained value of
F=1.45 is larger at both the 0.05 and the 0.01 levels of
significance for d.f.'s = 1 and 220. Therefore, it is conclude
that there is no significant difference among the means of the
groups. In other words statistically, the mean scores of the
frequency of voluntary labour turnover among male and female
participating in this study are not significantly different.
The computation of Duncan F Test on Mari tal Status
variable wi th the frequency of voluntary resignations is shown
in Table 6-11 below. The table shows that there is no
signi ficant difference between the means rating for the four
mari tal status groups in number of voluntary resignations. The
statistical computations on the means of the mari tal status
groups shows that the means of "Divorce or Widowed" group rank
the highest (2.50) compared to "Married with No Children"
(1.98), Single" (1.87) and "Married with Children" (1.83)
group. The Duncan F-test results, however, statistically
indicates that there is no significant difference amongs the
means of the fou r group, where p ~ 0.77. The obtained value of
F=0.38 is larger at both the 0.05 and the 0.01 levels of
significance for d.f.'s = 3 and 218. Therefore, it is conclude
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that there is no significant difference among mari tal status
groups means in the number of voluntary job changes.
TABLE 6-11.
ANOVA Table for Testing Differences Between
Four Marital Status Groups Means in Voluntarily
Turnover in Peninsular Malaysia
SOURCE !L SUM OF SQUARE MEAN SQUARE
Between Group
Wi thin Group
3
218
1.3270
256.4928
0.4433
1.1766
F Value : 0.38 P ( .77
DISPLAY OF THE TWO MEANS:
GROUP ti MEAN DUNCAH GROUPING
Di vorce/Widowed 2 2.50 A
Married/Ho child 57 1. 98 A
Sing le 145 1. 87 A
Ma r r ied/ Chi 1 d ren 18 1.83 A
MEANS WITH THE SAME LETTER ARE NOT SIGNIFICANTLY DIFFERENT
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6.1.5. RESEARCH QUESTION 4: WHAT ARE THE FACTORS WHICH
CORRELATE WITH VOLUNTARY LABOUR TURNOVER AMONG BLUE-
COLLAR WORKERS OF DIFFERENT RACES IN THE MANUFACTURING
SECTOR IN PENINSULAR MALAYSIA ?
Question four of the present study aims to find out
whether there is a significant relationship between demographic
factors (independent variables) and the number of voluntary
resignations (dependent variable) among three different races
in Peninsular Malaysia. Similar statistical tools used in
research question three will be utilised here. Spearman's rank
order correlation coefficient (rs) is appropriate to five
demographic variables namely; age, length of service, total
number of individuals in the family, number of dependents, and
the level of education. The finding obtained from the
statistical analysis is displayed in Table 6-12 below.
DISPLAY OF FACTORS WHICH CORRELATE TO TURNOVER AMONG DIFFERENT RACES.
TABLE 6-12.
CORRELATION OF VOLUNTARY TURNOVER WITH DEMOGRAPHIC FACTORS BASED ON RACE.
MALAY CHINESE INDIAN
ITEMS Correlation
Coeff icient
( r)
.25
.01
- .02
- .08
.08
Significant Correlation
Level Coefficient(p) ( r)
.01 (S *) .27
.91 (N.S) -.02
.78 (N.S) -.08
.35 (H.S) .16
.36 ( N . S) - . 02
Significant Correlation Significant
Level Coefficient Level
(p) (r) (p)
.08 (N.S) .05 .75 (N.S)
.92 (N.S) -.26 .09 (N.S)
.62 (N.S) .25 .11 (N.S)
.32 (N. S) .08 .62 (N. S)
.91 (N.S) -.19 .25 (N.S)
Age
Length of Service
Total NO.in the Family
No. of Dependent
Level of Education
* Significant p ( .01
** Significant p ( .05
Table 6-12 above, shows that out of five demographic
variables among the three races tested through the Spearman
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rank-order correlation, only one variable was found to
signi ficantly correlated wi th the number of voluntary
resignations. Table 6-12 shows that age of the Malays
correlates significantly wi th the number of voluntary
resignations at p ~.05, r = .25. No other variables were found
to correlate wi th voluntary resignations among the Malay group.
Regarding the Chinese, the statistical analysis above
shows that none of the demographic variables were found to have
a significant correlation wi th the number of voluntary
resignations. The relationship for Indians reveals similar
f i ndi ngs to tha t of the Chi nese.
Table 6-13 below displays the bivariate finding (cross-
tabulation) between age and turnover among the Malays to
support the Spearman Rank Correlation resul ts. As the age of
the Malay respondents increases, the number of respondents
decreases. Similarly as the number of resignations increase,
the number of respondents decrease. The figures reveal that
Malays who have resigned once since thei r ini tial employment
account for 46.48 % (n = 66), as the number of resignations
increase to 6 times, the numbers in their sample decrease
proportionately (0.7%, n = 1). Similarly, in the 15-19 age
group, the sample of respondents account for 16.20% (n = 23).
However for the age group 45-49 the sample decreases to 0.70%
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(n = 1). These findings support the computation of the Spearman
rank-order correlation as discussed above.
TABLE 6-13.
DISPLAY OF BIVARIATE FINDING BETWEEN AGE AND
TURNOVER FOR MA LAYS (Cross-Tabulation between
Number of Voluntarily Resignation Since Ini tial
Employment by Age).
f
(%) 15-19 20-24 25-29 30-34 35-39 40-44 45-49 TOTAL
18 27 12 4 4 1 0 66
(12.68) (19.01) (8.45) (2.82) (2.82) (0.70) (0.00) (46.48)2 2 24 3 8 3 1 1 42
( 1.41) (16.90) (2.11) (5.63) (2.11) (0.70) (0.70) (29.58)3 2 8 5 4 1 1 0 21
(1.41) (5.63) (3.52) (2.82) (0.70) (0.70) (0.00) (14.79)4 0 3 5 1 1 0 0 10
( 0.00) ( 2.11) (3.52) (0.70) (0.70) (0.00) (0.00) ( 7.04)51 0 10000 2
( 0.70) ( 0.00) (0.70) (0.00) (0.00) (0.00) (0.00) ( 1.41)60 0 10000 1
( 0.00) ( 0.00) (0.70) (0.00) (0.00) (0.00) (0.00) ( 0.70)
TOTAL 23 62 27 17 9 3 1 142
(16.20) (43.66)(19.01)(11.97) (6.34) (2.11) (0.70) (100.0)
Beside the Spearman Rank-Order Correlation, the One-Way
Analysis of Variance is used to describe the association
between sex and mari tal status wi th voluntary labour turnover
among the different races. Table 6-14 below displays the
resul ts of the Analysis of Variance test on sex and Table 6-15
displays the results on marital status of the different races.
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TABLE 6-14
ANOVA Table for Testing Differences Between
Two Sex Groups Means in Voluntary Turnover
in Peninsular Malaysia: By Race
MALAY
SOURCE ~ SUM OF SQUARE MEAN SQUARE
Between Group i 7.1478
Within Group 140 152.4155
F Value: 6.57 p ( .01
-------------
DISPLAY OF THE TWO MEANS:
GROUP
~
MEAN DUN CAN GROUPING
Male 48 2.21 A
Female 94 1. 73 B
7.1478
1.0876
MEANS WITH THE SAME LETTER ARE NOT SIGNIFICANTLY DIFFERENT
CHINESE
SOURCE ~ SUM OF SQUARE MEAN SQUARE
Between Group 1 o . 0333 0.0333
Within Group 38 65.8667 1. 7333
F Value : 0.02 p ( .89
DISPLAY OF THE TWO MEANS:
GROUP
~
MEAN DUNCAN GROUPING
Male
Feiiale
30
10
2.07 A
2.00 A
MEANS WITH THE SAME LETTER ARE NOT SIGNIFICANTLY DIFFERENT
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INDIAN
SOURCE !h SUM OF SQUARE MEAN SQUARE
Between Group 1 2.9351 2.9531
Within Group 38 28.0399 0.7379
F Value: 3.98 p ( .50
DISPLAY OF THE TWO MEANS:
GROUP ~ MEAN DUNCAN GROUPING
Male 27
Female 13
1.96 A
1.38 A
MEANS WITH THE SAME LETTER ARE HOT SIGNIFICANTLY DIFFERENT
Table 6-14. shows that for the Malays, the mean for males
(2.21) is higher than the mean for females (1.73). The Duncan
F - test indicates that statistically there is a significant
difference among the means of the two group, where p .: 0.01.
the obtained value of F = 6.57 is smaller at both the 0.05 and
the 0.01 levels of significance for d.f.'s = 1 and 140. It is
possible to conclude that there is a significance difference
among groups means for the Malays. On the other hand, the
resul t of the Duncan F-Test Grouping indicate that
statistically there is no significant difference among the
means of the two group for the Chinese and Indians.
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TABLE 6-15
ANOVA Table for Testing Differences Between
Four Marital Status Groups Means in Voluntary
Turnover in Peninsular Malaysia: By Race
MALAY
SOURCE Q. SUM OF SQUARE MEAN SQUARE
Between Group 2
Within Group 139
0.9521 0.4760
158.4634 1.1400
F Value: 0.42 p ( .65
DISPLAY OF THE TWO MEANS;
GROUP
~
MEAN DUNCAN GROUPING
Married/No Child 38 2.02 A
Married/Children 11 1. 91 ASi ngle 93 1. 84 A
MEANS WITH THE SAME LETTER ARE NOT SIGNIFICANTLY DIFFERENT
CHINESE
SOURCE Q. SUM OF SQUARE MEAN SQUARE
Between Group 2
Wi thi n Group 37
0.0762 0.0380
65.8238 1.7790
F Value: 0.02 p ( .98
DISPLAY OF THE TWO MEANS;
GROUP
~
MEAN DUN CAN GROUPING
Married/No Child 7 2.14 A
Single 30 2.03 A
Married/Children 3 2.00 A
MEANS WITH THE SAME LETTER ARE NOT SIGNIFICANTLY DIFFERENT
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INDIAN
SOURCE Q. SUM OF SQUARE MEAN SQUARE
Between Group 3
wi thi n Group 36
1.3614 0.4537
29.6136 0.8226
F Value: 0.55 p ( .65
DISPLAY OF THE TWO MEANS:
GROUP !i MEAN DUNCAN GROUPING
Di vorce/Widowed 2 2.50 A
Single 22 1. 77 A
Married/No Child 12 1. 75 A
Ma r r i ed/ Chi 1 dren 4 1. 50 A
MEANS WITH THE SAME LETTER ARE NOT SIGNIFICANTLY DIFFERENT
Table 6-15 shows the resul t obtain from the Duncan F-
test. It indicate that statistically there is no significant
difference among the means of the four group for the three
races. In other words statistically, the mean scores in the
number of resignations for those wi th different mari tal status
are not significantly different for the Chinese, Malays or
Indians.
6.1.6. RESEARCH QUESTION 5: WHAT ARE THE DETERMINANT FACTORS
INFLUENCING BLUE-COLLAR WORKERS' DECISIONS TO VOLUNTARILY
CHANGE THEIR EMPLOYMENT IN THE MANUFACTURING SECTOR IN
PENINSULAR MALAYSIA ?
In order to answer this research question, Univariate
Analysis such as frequencies, percentages, and means will be
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utilised. In addi tions to this, the Chi Square One-Sample Test
will be employed. This test is the most commonly used of all
non-parametric tests. It is applicable when data are grouped
into categories or boxes. It allows the testing of the
di fference between observed frequencies and expected or
theoretical frequencies.
The following section displays the findings regarding the
factors which influence blue-collar workers to voluntary labour
tu rnover.
6.1.6.1. Analysis of Personal Factors as Influencing Factors on
Voluntary Labour Turnover.
During the survey, the respondents were asked whether they
left their previous employers for personal reasons. A rating
scale from 0 ( No) to 1 (Yes) was used to obtain the answer.
Table 6-16 below shows the results obtained from the survey.
As can be seen from the frequencies of responses displayed
in Table 6-16, it is learned that 69.8% (n = 155) of the
respondents indicate their agreement toward personal factors as
the factor which influenced them to voluntarily change jobs,
compared to only 30.2 % (n = 67) who disagree. The mean rating
of personal factors as a factor influencing turnover is 0.70
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and the standard deviation is 0.46.
In addi tion to this simple descriptive statistic, Table 6-
17 displays the findings of the Chi Square One-Sample test
which tested the differences in frequencies of the respondents
on personal factors as a factor influencing voluntary labour
turnover among blue-collar workers in Peninsular Malaysia. The
resul t of the statistical computation shown in Table 6-17
reveals that there is a difference in workers' agreement wi th
personal factors as the factor which relates to voluntary
labour turnover. It produces a significant chi-square value of
34.9 at 0.01 level of significant for d.f's = I. It is noted
from the significant value provided from the test indicating
that blue-collars workers responses lean more toward accepted
personal factors as a factor which influences their decision to
resign their job.
TABLE 6-16.
UNIVARIATE fINDING ON PERSONAL fACTORS INfLUENCE TO TURNOVER
OVERALL DISTRIBUTION IN PERCENTAGE AND MEAN
ITEMS N
MEAN
RATINGS
fREQUENCY
Of AGREE
PERCENTAGE
Of AGREE
FREQUENCY
OF DISAGREE
PERCENTAGE
Of DISAGREE
PERSONAL FACTOR 222 0.70+ 155 69.8 67 30.2
+ Mean of 0.5 and above are consider as significant factor influencing to labour turnover
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TABLE 6-17.
ANALYSIS OF THE ONE SAMPLE CHI-SQUARE TEST ON PERSONAL FACTORS:
V21 PERSONAL FACTOR
VALUE 0
COUNT 67
EXPECTED 111
1
155
111
CHI SQUARE D. F.
34.883 1
SIGNIFICANT
0.000
6.1.6.2. Analysis of Organisational Factors as an Influencing
Factor to Voluntary Labour Turnover.
During the survey, the respondents were asked about nine
variables which are classified as organisational factors. These
variables are as follows:
a) Pay
b) Promotion
c) Supervisory Practices
d) Peer Group
e) Work Uni t size
f) Job Content
g) Job Securityh) Working Condi tions
j) Working Hours
For this study, the respondents were then asked thei r
views based on their previous job experience, to what extent
they agreed or disagreed wi th the above organisational factors
as having influenced thei r decision to leave thei r previous job
voluntarily. A rating scale from 5 (Strongly Agree) to 1
(Strongly Disagree) was used. Table 6-18 below shows the
resu 1 ts of the su rvey .
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From the frequency of responses displayed in Table 6-18,
we observe that 68.5% (n = 152) of the respondents indicate
that they agree that pay is the factor which influences their
decision to leave voluntarily, compared to only 31.5 % (n = 70)
who disagree. The mean rating of pay as a factor influencing to
turnover is 3.66 and the standard devation is 1.74.
Table 6-19 shows the finding of Chi Square One-Sample test
on organisational factors. The resul t of the statistical
computation shown in this table shows that al though almost all
responses toward organisational variables significantly differ
in frequencies. However, only one variable was found to have
significantly influenced blue-collar decision to turnover. The
other factors tended more towards significant disagreement as
the factor influence to turnover.
The resul t reveals that there is a significant difference
in workers' agreement toward pay at 0.01 level of significance.
This means that it is significant for the acceptance of pay as
a factor influencing turnover among the blue-collar workers in
Peninsular Malaysia with chi-square value of 30.3 and
d.f's = I.
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TABLE 6-18.
UNIVARIATE FINDING DN DRGANISATIDNAL FACTORS INFLUENCE TO TURNOVER:
OVERALL DISTRIBUTION IN PERCENTAGE AND MEAN
MEAN FREQUENCY PERCENTAGE FREQUENCY PERCENTAGE
ORGANISATIONAL FACTORS N RATINGS OF AGREE OF AGREE OF DISAGREE OF DISAGREE
----------
---------
Pay 222 3.66* 152 68.5 70 31.5
Promotion 222 2.65 95 42.8 127 57.2
Supervisory Practices 222 2.59 87 39.2 135 60.8
Peer Group 222 1. 82 41 18.5 181 81. 5
Work Unit Size 222 1. 44 15 6.8 207 93.2
Job Content 222 2.39 76 34.2 146 65.8
Job Securi ty 222 2.71 97 43.7 125 56.3
Worki n9 Condi tion 222 2.53 83 37.4 139 62.6
Working Hours 222 2.31 68 30.6 154 69.4
-------- ------
* Mean of 3.0 and above are consider as significant factor influencing to labour turnover
TABLE 6-19.
ANALYSIS OF THE ONE SAMPLE CHI -SQUARE TEST ON ORGANISATIONAL FACTORS
VARIABLE V31 V32 V33 V34 V35 V36 V37 V38 V39
VALUE : 0 1 : 0 1 : 0 1 : 0 1 : 0 1 : 0 1 : 0 1 : 0 1 : 0 1 :
COUNT : 70 152:127 95 : 135 87 :181 41 :207 15 : 146 76 : 125 97 : 139 83 : 154 68 :
EXPECTED : 111 111: 111 111 : 111 111 : 111 111 :111 111 :111 111 :111 111 :111 111 :111 111
CHI-SQUARE: 30.288 : 4.613 10. 378 : 88.288 : 166.054 : 22.072 3.532 14.126 : 33.315
D. F. 1 1 1 1 1 1 1 1 1
SIGNIFICANT: 0.000 : 0.032 0.001 0.000 : 0.000 : 0.000 : 0.060 : 0.000 : 0.000
NOTES : VALUE 0 : DISAGREE
1 : AGREE
VARIABLE 31 : Pay
32 : Proiiotion
33 : Supervisory
34 : Peer Group
35 : Work Uni t Size
36 : Job Content
37 : Job Security
38 : Working Condition
39 : Working Hours
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6.1.6.3. Analysis of External Factors as an Influencing Factor
to Voluntary Labour Turnover.
Three variables (the avai labi 1 i ty of al ternative
employment, the level of job vacancy and the level of
unemployment) were classified under the external factor. Tó
discover whether these variables have any i nf luence on
voluntary labour turnover, the respondents were next asked to
give their view (based on their previous job experience), as to
what extent they agree or disagree wi th these three external
variables as having influenced their decision to voluntarily
leave thei r previous job. Table 6-20 below shows the resu 1 ts of
the survey.
The frequency of responses displayed in the Table 6-20,
shows that 68.5% (n = 152) of the respondents indicate that
they agree wi th the availabili ty of al ternative employment as
an influencing factor to their decision to voluntary change
employment, compared to only 31.5 % (n = 70) who disagree. The
mean rating of "the availability of alternative employment" is
3.67 and the standard deviations is 1.74.
Table 6-21. shows the finding of Chi Square One-Sample
test on External factors. The result of statistical computation
shown in this table demonstrates that there is a significant
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difference in the workers' agreement to "the availability of
alternative employment" at 0.01 level of significance (chi-
square value of 30.3, d.f's = I). This means that "the
availabili ty of al ternative employment" is a factor which
influences their decision to voluntary labour turnover.
TABLE 6-20.
UNIVARIATE FINDING ON EXTERNAL FACTORS INFLUENCE THE TURNOVER:
OVERALL DISTRIBUTION IN PERCENTAGE AND MEAN
EXTERNAL FACTOR
: Mean f of % of
N : Ratings: Agreement : Agreement
f of % of
: Disagreement: Disagreement:
. . . . . .
--------------------_. ------_. --------_. -------_. -----------. ------------. --------
Job alternative 222
Job vacancy 222
Level of unemployment 222
3.67*
2.96
1. 80
152
107
30
68.5
48.2
13.5
70
115
192
31. 5
51.8
86.5
* Mean of 3.0 and above are consider as significant factor influencing to labour turnover
TABLE 6-21.
ANALYSIS OF THE ONE SAMPLE CHI -SQUARE TEST ON EXTERNAL FACTORS:
: VARIABLE V75 V76 V77
. .
-----"---"
: VALUE : 0 1: 0 1: 0 1:
:COUNT : 70 152:155 107 :192 30:
:EXPECTED :111 111:111 111 :111 111:
:CHI-SQUARE : 30.288: 0.288 : 118.216 ::D.F. : 1 : 1 1
:SIGNIFICANT: 0.000: 0.591 0.000 :
. . .
----------_. ------_. --------_. --------
NOTES : VALUE 0: DISAGREEMENT
1 : AGREEMENT
VARIABLE 75 : Avalibility of Alternative E~ployment
76 : Job Vacancy
77 : Level of Unemployment
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6.1.7. RESEARCH QUESTION 6: WHAT ARE THE DETERMINANT FACTORS
INFLUENCING THE DECISION OF BLUE COLLAR WORKERS' OF
DIFFERENT RACES TO VOLUNTARILY CHANGE THEIR EMPLOYMENT
IN THE MANUFACTURING SECTOR IN PENINSULAR MALAYSIA?
Research question 6 seeks to find the factors which
influence the decision among the three races of blue-collar
workers in the manufacturing sector in Peninsular Malaysia to
change jobs. To find a solution to this research question
similar statistical analyses employed in research question 5
will be used. The most appropiate technique to answer this
research question is univariate analysis such as mean,
percentage, frequencies, and standard deviation. In addition to
this technique, the one-sample chi-square will be employed to
enable the researcher to compare and test the differences of
responses toward each variable in terms of agreement and/or
disagreement. The finding of the statistical analysis will be
presented as follows:
6.1.7.1. Analysis of Personal Factors as an Influencing Factor
to Voluntary Labour Turnover.
From the survey analysis, it is revealed that there are
slight similiari ties between the answers of the respondents
among the three races toward personal factors as inflencing
thei r decision to voluntarily leave thei r previous job. Table
6-22 below shows the resul ts of the su rvey.
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As can be observed from the frequency of responses
displayed in Table 6-22, we find that among the Malay
respondents, 69.7% (n = 99) indicated that personal factors as
influencing thei r decision to voluntary labou r turnover,
compared to only 30.3% (n = 43) who disagree. The Malays' mean
rating of personal factors as an influencing factor to turnover
is 0.70 and the standard deviations is 0.46. The percentage of
the Chinese respondents who agree to these variables is the
highest (75%, n = 30) among the three races, with mean rating
of 0.75 and the standard deviation being 0.44. Among the Indian
respondents, 65% (n = 26) agree compared to only 35% (n = 14)
who disagree with the mean rating of 0.65 and the standard
deviation being 0.48.
Apart from the simple descriptive analysis above, the
finding of Chi Square One-Sample test makes it evident that
among the three races, there is a significant difference in
personal factors. The result of the statistical computation is
shown in Table 6-23 below.
As regard the Malays, it is obvious that there is a
significant difference in personal factors (V21). This test
suggests that personal factors as a factor influencing labour
turnover at a significant level of 0.01, chi-square value being
22.085. As for the Chinese and the Indians, they also accept
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personal factors as an influencing factor on labour turnover at
a significant level of 0.05, with chi-square value of 10.000
and 3 _ 600 respectively.
TABLE 6-22
UN IVARIATE ANALYSIS OF PERSONAL FACTORS INFLUENCE THE TURNOVER:
DISTRIBUTION IN PERCENTAGE AND MEAN l BY RACE
Scale : 1 : Agreement 0: Disagreement
MALAY CHINESE INDIAN
Item % %
x (A) (D)
% %
x (A) (D)
%
x (A)
%
(0 )
PERSONAL PROBLEM 0.70 69.7 30.3 0.75 75.0 25.0 0.65 65.0 35.0
Note: % (A) : Percentage of Agreement
% (D) : Percentage of Disagreement
TABLE 6-23.
ANALYSIS OF THE ONE SAMPLE CHI -SQUARE
TEST ON PERSONAL FACTORS: BY RACE
Scale 0: Disagreement 1: Agreement
PERSONAL
PROB L EM
MALAY CHINESE INDIAN
VALUE
COUNT
EXPECTED
CHI -SQUARE
D. F.
SIGNIFICANT
o 1
43 99
71 71
22.085
1
0.000
o 1
10 30
20 20
10.000
1
0.002
o 1
14 26
20 20
3.600
1
0.058
6.1.7.2. Analysis of Organisational Factors as an Influencing
Factor to Voluntary Labour Turnover.
Throughout the su rvey, apart from personal factors, the
respondents were also asked whether organisational factors have
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any influence on their decision to voluntarily leave their
previous job. Table 6-24 below shows the resul ts of this
survey.
The frequency of responses shown in Table 6-24, reveal
that there is a slightly similiar pattern of views among the
three races to the effect that organisational factors have an
influence on thei r decision to voluntary labou r turnover.
From the table, it can be seen that the pay factor is more
acceptable among the three races as a factor which inflences
their decision to voluntarily leave their previous job.
As for the frequency of responses displayed in the Table
6-24 below, one can observe that 70.4 % of the Malay
respondents (n = 100) indicated that the pay factor as having
influenced their decision to voluntary turnover compared to
only 29.6 % (n = 42) who disagree. The mean rating is 3.73 and
the standard devation is 1.66.
The percentage of Chinese respondents who agree to this
variable is slighly lower than the other two races. It shows
that 52.5 % (n = 21) of the Chinese agreed compared to 47.5 %
(n = 19) who disagree. The mean rating is 3.05 and the standard
deviation is 1.95. From this analysis, we could say that the
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percentage of the Indian respondents who agree is the highest
among the three races, that is, 77.5 % agreed (n = 31) compa~ed
to 22.5 % who disagreed (n = 9), the mean rating of 4.03 and
the standard deviation 1.67.
The finding of Chi Square One-Sample test in Table 6-25
below, shows that a significant difference in terms of
agreement and disagreement to the pay factor, exists only among
the Malays and the Indians. The resul t of this statistical
computation is shown in Table 6-25 below which clearly
indicates that it is a significant difference in agreement at
the 0.01 level of significance. The chi-square value as
computed for the Malays is 23.690 at d.fs' = 1. Whereas for the
Indian chi-square value it is 12.100 at d.fs' = 1.
TABLE 6-24.
UNIVARIATE ANALYSIS OF ORGANISATIONAL FACTORS INFLUENCE THE TURNOVER :
DISTRIBUTION IN PERCENTAGE AND MEAN , BY RACE
Scale : 5 : Strongly Agree 4 : Agree 3 : Undecided 2 : Strongly Disagree 1 : Disagree
MALAY CHINESE INDIAN
ORGANISATIONAL FACTOR % % % % % %
x (A) (0 ) x (A) (0 ) x (A) : (0 )
Pay 3.73 70.4 29.6 3.05 52.5 47.5 4.02 77 .5 22.5
Promotion 2.86 47.2 52.8 2.27 35.0 65.0 2.30 35.0 65.0
Supervisory 2.82 45.8 54.2 1.83 15.0 85.0 2.55 40.0 60.0
Peer Group 1. 88 19.0 81.0 1.43 07.5 92.5 2.03 27.5 72.5
Work Uni t Size 1. 47 7.0 93.0 1.33 02.5 97.5 1.45 10.0 90.0
Job Content 2.47 34.5 65.5 2.00 25.0 75.0 2.50 42.5 57.5
Job Secu ri ty 2.80 45.8 54.2 2.68 42.5 57.5 2.43 37.5 62.5
Working Condition 2.78 43.7 56.3 1.80 20.0 80.0 2.38 32.5 67.5
Working Hours 2.43 33.1 66.9 1. 70 15.0 85.0 2.53 37.5 62.5
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TABLE 6-25.
ANAL YSIS OF THE ONE SAMPLE CHI -SQUARE TEST ON ORGANISATION: BY RACE
VARIABLE V31 V32 V33 V34 V35 V36 V37 V38 V39
MALAY
VALUE : 0 1 : 0 1 : 0 1 : 0 1 : 0 1 : 0 1 : 0 1 : 0 1 : 0 1 :
COUNT : 42 100 : 75 67 :77 65 : 115 27 : 132 10 :93 49 : 77 65 :80 62 :95 47 :
EXPECTED : 71 71 : 71 71 : 71 71 : 71 71 : 71 71 : 71 71 : 71 71 : 71 71 : 71 71 :
CHI-SQUARE: 23.690 : 0.451 1. 014 : 54.535 : 104.817 : 13.634 1.014 2.282 : 16.225
D. F. 1 1 1 1 1 1 1 1 1
SIGNIFCANT: 0.000 : 0.502 0.314 : 0.000 : 0.000 : 0.000 : 0.314 : 0.131 : 0.000
CHINESE
VALUE : 0 1 : 0 1 : 0 1 : 0 1 : 0 1 : 0 1 : 0 1 : 0 1 : 0 1 :
COUNT : 19 21 :26 14 :34 6 :37 3 :39 1 :30 10 : 23 17 :32 8 : 34 6 :
EXPECTED : 20 20 : 20 20 :20 20 :20 20 : 20 20 :20 20 :20 20 : 20 20 : 20 20 :
CHI-SQUARE: 0.100 : 3.600 19.600 : 28.900 36.100 : 10.000 0.900 : 14.400 : 19.600
D.F . 1 1 1 1 1 1 1 1 1
SIGNIFICANT: 0.752 : 0.058 0.000 : 0.000 : 0.000 : 0.002 : 0.343 : 0.000 : 0.000
IND I AN
VALUE : 0 1 : 0 1 : 0 1 : 0 1 : 0 1 : 0 1 : 0 1 : 0 1 : 0 1
COUNT : 9 31 :26 14 : 24 16 : 29 11 : 36 4 : 23 17 :25 15 : 27 13 : 25 15 :
EXPECTED : 20 20 :20 20 :20 20 : 20 20 : 20 20 :20 20 :20 20 :20 20 :20 20 :
CHI-SQUARE: 12.100 : 3.600 1.600 : 8.100 25.600 : 0.900 3.500 4.900 : 2.500
D. F. 1 1 1 1 1 1 1 1 1
SIGNIFCANT: 0.001 : 0.058 0.206 : 0.004 : 0.000 : 0.343 : 0.114 : 0.027 : 0.114
NOTES : VALUE o : DISAGREE
1 : AGREE
VARIABLE 31 : Pay
32 : Promotion
33 : Supe rvi so ry
34 : Peer Group
35 : Work Uni t Size
36 : Job Content
37 : Job Security
38 : Working Condition
39 : Working Hours
6.1.7.3. Analysis of External Factors as an Influencing Factor
to Voluntary Labour Turnover.
Apart from personal factors and organisational factors,
the respondents were also asked whether external factors
influence thei r decision to voluntarily leave thei r previous
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job. Three variables were classified under this dimension, that
is the availabili ty of al ternative employment, the level of job
vacancy and unemployment. Table 6-26 below shows the resul ts
for each variable obtained from the su rvey.
The data obtained from the frequency of responses shown in
Table 6-26 reveals that there is vi rtually a similiar response
among the three races toward the variable "availability of
al ternati ve employment" which influences thei r decision to
change employment. The percentage of agreement is found to be
higher among the Chinese and Indians than the Malays. About 3/4
(72.5%) of the Chinese and the Indians agree that the
availabili ty of al ternative employment influences their
decision to voluntarily change jobs. Similarly, 66.2% of the
Malay respondents interviewed state that they agree to this
factor. From this finding, it can be concluded that the
avilabili ty of al ternative employment is highly acceptable
among the Chinese and the Indians as a factor which inflences
thei r decision to voluntarily leave thei r previous job compared
to the Malays.
The finding of Chi Square One-Sample test in Table 6-27
below shows that a significant difference in agreement to the
availabili ty of al ternative employment exists among the three
races. The result of this test indicates that it is a
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signi ficant difference in agreement at the 0.01 level of
signi ficance. The value of chi -square as computed for the
Malays is 14.901 at d. fs' ~ 1. Whereas for the Chinese and the
Indians it is 8.100 at d.fs' ~ I.
TABLE 6-26.
UNIVARIATE ANALYSIS ON EXTERNAL FACTORS INFLUENCE THE TURNOVER:
DISTRIBUTION IN PERCENTAGE AND MEAN, BY RACE
Scale : 1 : Agreement 0: Disagreement
MALAY CHINESEEXTERNAL FACTOR % % % %
x (A): (D) x (A); (D)
Job alternative 3.57 66.2 33.8 3.85 72.5 27.5
Job vacancy 2.75 43.7 56.3 3.50 57.5 42.5
Level of unemployment 1.84 13.4 86.6 1.70 10.0 90.0
INDIAN% %
x (A): (D)
3.85 72.5 27.5
3.23 55.0 45.0
1.78 17.5 82.5
Note; X : Mean Ratings
* Mean Rating of 3 and above is consider as an influencing factor to turnover.
TABLE 6-27.
ANALYSIS OF THE ONE SAMPLE CHI-SQUARE TEST ON EXTERNAL FACTORS: BY RACE
; VARIABLE V75 V76 V77
"ALAY
: VALUE ; 0 1 : 0 1 ; 0 1 :
: COUNT :48 94 :80 62 ; 123 19 :
; EXPECTED : 71 71 : 71 71 ; 71 71 :
:CHI-SQUARE : 14.901 : 2.282 76.169 :
:0. F. 1 1 1
; SIGNIFCANT; 0.000 : 0.131 0.000 :
CHINESE
; VALUE : 0 1 : 0 1 ; 0 1 ;
: COUNT : 11 29 : 17 23 :36 4 ;
: EXPECTED ;20 20 :20 20 :20 20 :
:CHI-SQUARE ; 8.100 : 0.900 25.600 :
:0. F. 1 1 1
;SIGNIFICANT: 0.004 ; 0.343 0.000 :
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: VARIABLE
: INDIAN
: VALUE : 0 1: 0 1 0 1
:COUNT :11 29 :18 22 :33 7
: EXPECTED : 20 20: 20 20 : 20 20:
:CHI-SQUARE: 8.100: 0.400 16.900::D.F. : 1 : 1 1
:SIGNIFICANT: 0.004: 0.527 0.000
NOTES : VALUE 0 : DISAGREEMENT
1 : AGREEMENT
VARIABLE 75 : Aval ibi li ty of Al ternati ve EmploYMent
76 : Job Vacancy
77 : Level of Unemployment
TABLE 6-27. (Cont.)
V75 V76 V77
Besides "the availabili ty of al ternative employment",
slightly more than half of the Chinese (57.5%) and the Indians
(55%) agree wi th .. the level of job vacancy" as the external
factor which influences their decision to voluntarily leave
thei r previous job. This si tuation is reversed for the Malay
respondents where those who agree consti tute 43.7% compared to
56.3% who disagree with level of job vacancy factor. In
general, this concludes that the level of job vacancy is more
acceptable among the Chinese and the Indians as a factor which
influences thei r decision to voluntary labou r tu rnover compared
to the Malays. Table 6-27 above shows the resul ts for each
variable obtained from the su rvey.
The resul ts of the Chi Square One-Sample test in Table 6-
27 above, however, shows that there exists no significant
di fference in agreement toward the level of job vacancy among
the three races. The result of this test indicates that they
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are not different in agreement even at the 0.05 level of
significance. This means that there is no difference in the
frequency of responses between those who agree and those who
disagree toward the level of job vacancy being the factor which
influences thei r decision to voluntary labou r tu rnover among
the three races.
6.1.8. RESEARCH QUESTION 7: ARE THERE ANY DIFFERENCES AMONGST
BLUE-COLLAR WORKERS IN THE MANUFACTURING SECTOR IN
PENINSULAR MALAYSIA OF DIFFERENT RACES IN THE
SUBJECTIVE IDENTIFICATION OF DETERMINANT FACTORS
AFFECTING THE DECISION TO CHANGE JOBS?
As discussed and presented in research question 6,
several variables are found to be a significant influence on
the decision to voluntarily change jobs among the three races.
These variables are:
a) Personal Problems (Personal Factor)
b) Pay (Organisational Factor)
c) Avalibility of Job Alternatives (External Factor)
d) Level of Job Vacancies (External factor).
This research question is therefore seeking to find out if
there are any differences in agreement toward these factors in
influencing the decision to voluntary labour turnover among the
di fferent races of blue-collar workers.
In order to enable the researcher to discover these
di fferences, the most sui table statistical analysis technique
is the One-way Analysis of Variance. This technique is used to
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test the differences between the means of the groups' scores in
terms of agreement on the four variables above. The means of
these race groups will be tested by calculating the statistic F
which compares the variabili ty of individual scores between the
groups. Finally the Duncan F Grouping will give a better
picture of grouping to show whether the means are significantly
different. The result of the findings are displayed below.
6.1.8.1. Bivariate Analysis of Differences on Personal Problem
Table 6-28 displays the resul ts obtained using One-way
ANOVA. From the table it is shown that the means of agreement
toward personal problem as the factor which influences decision
to voluntary labour turnover are not significantly different
among the three races. The findings obtained from the test
indicates that statistically there is no difference amongst the
means of the three race groups, where p ~ .62. The obtained
value of F = 0.47 is larger in both the 0.05 and 0.01 level of
significance for d.f.s' = 2 and 219.
The computation of this test demonstrates that there is no
signi ficant difference between the means of the groups
indicating their acceptance toward personal problem in
inf luencing thei r decision to resign thei r employment.
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TABLE 6-28
ANOVA FOR DIFFERENCES BETWEEN PERSONAL
PROBLEM MEAN INDICATED ACCEPTANCE OF
THE THREE GROUPS.
Scale: 1 : Strongly Disagree
2 : Strongly Agree
SOURCE D. F. SUM OF SQUARES MEAN SQUARE
Between Groups 2
Wi thin Groups 219
0.2004
46.5789
0.1002
0.2127
F Ratio: 0.47 p ( .62
DISPLAY OF THE THREE MEANS:
GROUP !i MEAN DUN CAN GROUP ING
CHINESE 40
MALAY 142
INDIAN 40
0.750
0.697
0.650
A
A
A
6.1.8.2. Bivariate Analysis of Differences of Organisational
Factor: Pay, By Race
The Table 6-29 shows the results obtained from General
Linear Models Procedure (ANOVA). The computation of this test
suggests that there are significant differences between pay
means indicating acceptance by the three group. The result
obtained indicates that statistically these groups means are
signi ficantly different in terms of acceptance of pay at p ,
.05. The obtained value F = 3.56 is smaller at both the 0.05
and 0.01 levels of significance wi th d. f. s' = 2 and 152. This,
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therfore, concludes that there is a difference between the
g roup means towa rd pay.
In addition, from Table 6-29, the result of the Duncan
Test applied two possible answers:
* The mean of acceptance toward pay among the Malay and the
Indians is not significantly different at p (.05.
* The mean of acceptance toward pay among the Chinese is
significantly different at p (.05.
TABLE 6-29.
AN OVA FOR DIFFERENCES BETWEEN PAY
MEANS INDICATED ACCEPTANCE OF THE
THREE GROUPS.
Scale : 1 : Strongly Disagree
5 : Strongly Agree
SOURCE D. F. SUM OF SQUARES MEAN SQUARE
Between Groups 2 20.9562 10.4781
Wi thin Groups 152 644.7060 2.9439
F Ratio: 3.56 p : .0301
DISPLAY OF THE THREE MEANS
GROUP
IND IAN
MALAY
CHINESE
!i MEAN
40 4.050
142 3.732
40 3.050
DUN CAN GROUPING
A
A
B
6.1.8.3. Bivariate Analysis of Differences of the External
Factors: Avalibili ty of Al ternative Employment,By Race
Table 6-30 displays the resul ts obtained using the one-way
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ANOVA. From this table it is shown that the means of agreement
toward the availabili ty of al ternative employment as the factor
which influences decision to voluntary labour turnover are not
signi ficantly different among the three races. Al though the
means of the Chinese (3.85) and the Indians (3.85) are sightly
higher than those of the Malays (3.57), the finding obtained
from the test indicates that statistically there is no
di fference amongt the means of the three races groups, where p
~ .51. THe obtained value of F = 0.66 is larger in both in the
0.05 and 0.01 level of significance for d.f.s' = 2 and 219.
The computation of this test shows that there is no
significant difference between the means of the groups
indicating thei r acceptance toward the availabili ty of
alternative employment in influencing their decision to
voluntarily change their jobs. Additionally, from Table 6-30,
the resul t of the Duncan Test applied one possible answer:
* The mean of acceptance toward the availabili ty of al ternative
employment is not significantly different among the three races
at both in 0.05 and 0.01 level of significance.
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TABLE 6-30.
AN OVA FOR DIFFERENCES BETWEEN AVAILABILITY
OF ALTERNATIVE EMPLOYMENT MEANS INDICATED
ACCEPTANCE OF THE THREE GROUPS.
Scale : 1 : Strongly Disagree
5 : Strongly Agree
SOURCE
Between Groups
Wi thin Groups
~
2
219
SUM OF SQUARES
3.9997
666.9957
MEAN SQUARE
1.9999
3.0456
F Ratio: 0.66 p : .051 (N.S.)
DISPLAY OF THE THREE MEANS :
GROUP ti MEAN DUN CAN GROUPING
CHINESE 40 3.8500 A
INDIAN 40 3.8500 A
MALAY 142 3.5704 A
----------------------------
6.1.8.4. Bivariate Analysis of Differences of the External
Factors: The Level of Job Vacancy, By Race
The computation of the one-way analysis of variance test
suggests that there are significant differences between the
three groups for the mean scores for the level of job vacancy
indicating acceptance. The resul t from Table 6-31 below reveals
that statistically there is a significance at p ~ .05. F value
= 3.56 which is smaller at both the 0.05 and 0.01 levels of
significance with d.f.s' = 2 and 219. Hence there is a
di fference between the group means toward the acceptance of the
level of job vacancy in influencing their decision to voluntary
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labou r tu rnover.
The resul t of the Duncan Test as displayed in Taple 6-31
below applied two possible answers:
* The means of acceptance toward the level of job vacancy
among the Chinese and the Indians are not significantly
different at p ~.05.
* The means of acceptance toward the level of job vacancy
among the Indians and the Malays are not signi ficantly
different at p ~.05.
* The mean of acceptance toward the level of job vacancy of
the Chinese is significantly different from the the Malays' at p
~ .05.
TABLE 6-31.
ANOVA FOR DIFFERENCES BETWEEN JOB
VACANCY MEANS INDICATED ACCEPTANCE
OF THE THREE GROUPS.
Scale : 1 : Strongly Disagree
5 : Strongly Agree
SOURCE
Between Groups
Within Groups
~
2
219
SUM OF SQUARES
20.9310
643.8482
MEAN SQUARE
10.4655
2.9399
F Ratio: 3.56 p : .0301
DISPLAY OF THE THREE MEANS :
GROUP
CHINESE
INO IAN
MALAY
ti MEAN
40 3.5000
40 3.2250
142 2.7465
DUNCAN GROUPING
A
A B
B
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6.1.9. RESEARCH QUESTION 8: WHAT ARE THE UNDERLYING REASONS
ASSOCIATED WITH THE DETERMINANT FACTORS AND THEIR
STRENGTH IN INFLUENCING VOLUNTARY LABOUR TURNOVER AMONG
BLUE-COLLAR WORKERS IN MANUFACTURING SECTOR IN
PENINSULAR MALAYSIA?
From the analysis in research question 5, three variables
were found to be significant in influencing the decision to
voluntary labour turnover among the blue-collar workers in the
manufacturing sector in Peninsular Malaysia. These
factors are as below:
a) Personal Problems (Personal Factors)
b) Pay (Organisational Factors)
c) Availabili ty of Al ternative Employment (External
Factors)
This research question is, therefore, geared to seek out
what are the underlying reasons associated wi th these factors
in influencing voluntary labour turnover among the blue-collar
workers in manufacturing sector in Peninsular Malaysia.
To enable this question to be answered, the most adequate
statistical tools which are going to be used are Simple
Descriptive Statistics such as frequencies distribution,
percentages and means. The resul ts of this statistical
computation is displayed in the following section.
6.1.9.1. Analysis of Underlying Reasons Associated with
Personal Factors in Influencing Voluntary Labour
Turnover
From the analysis of the research finding as shown in
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Table 6-32 below, one observes that none of the underlying
reasons tested in this study were significantly associated wi th
personal problems in influencing voluntary labour turnover
among the blue-collar in Peninsular Malaysia.
The figure from Table 6-32, however, revealed that it is a
mixture of variables which influenceseveral underlying
voluntary labour turnover. Among the strongest underlying
reasons which is associated wi th the personal factors for which
the respondents agree to have influenced thei r decision to
voluntary labou r "Career Development" whichturnover is
accounts for 48.4 %. The mean rating is 2.93. This is followed
by "family problems" with 43.2 % who agree. The mean rating is
2.74. Whilst the least percentage is related to "start own
business" factor which accounts for only 1.3 % who agree
compared to 98.7 % who disagree.The mean rating is 1.25.
TABLE 6-32.
UNIVARIATE FINDING ON THE UNDERLYING REASONS ASSOCIATED WITH PERSONAL
PROBLEMS IN INFLUENCING VOLUNTARY LABOUR TURNOVER: OVERALL
DISTRIBUTION IN PERCENTAGE AND MEAN.
Scale: 5: Strongly Agree
PERSONAL PROBLEM n
Family problem 155
Health problem 155
Start own business 155
Join other service 155
Go for further study 155
Transportation problem 155
Housing problem 155
Career Development 155Locali ty 155
4 : Agree 3: Undecided 2: Disagree 1: Strongly Disagree
MEAN FREQUENCY PERCENTAGE FREQUENCY PERCENTAGE
RATING OF AGREE OF AGREE OF DISAGREE OF DISAGREE2.74 67 43.2 88 56.8
2.08 41 26.5 114 73.51.25 2 1.3 153 98.7
1.47 13 8.4 142 91.61.42 11 7.1 144 92.9
1.99 38 24.5 117 75.5
1. 90 33 21.3 122 78.72.93 75 48.4 80 51.6
2,12 37 23.9 118 76.1
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6.1.9.2. Analysis of Underlying Reasons Associated with Pay and
Their Influence on Voluntary Labour Turnover.
To discover how pay affects the decision to change jobs,
five reasons were put to the respondents. These reasons are
stated in Table 6-33. Analysis shows that most of the
respondents accept that all the reasons a significant influence
on blue-collar workers' decision to change employment.
The highest percentage of agreement toward the reasons
associated wi th pay is that they are not satisfied wi th the
level of pay. This reason accounts for 90.8 % of agreement wi th
mean rating being 4.55, whilst the least percentage of
agreement is that "Inadequate compared to my qualification".
TABLE 6-33.
UNIVARIATE FINDING ON THE UNDERLYING REASONS ASSOCIATED WITH PAY IN
INFLUENCING VOLUNTARY LABOUR TURNOVER: OVERALL DISTRIBUTION IN
PERCENTAGE AND MEANS.
Scale: 5: Strongly Agree 4: Agree 3: Undecided 2: Disagree 1: Strongly Disagree
PAY n MEAN FREQUENCY PERCENTAGE FREQUENCY PERCENTAGE
RATING OF AGREE OF AGREE OF DISAGREE OF DISAGREE
-------
Lower than that of
present job. 152 4.45 134 88.2 18 11.8
Less than I deserved. 152 4.05 117 77 .0 35 23.0
I nadequa te compared
to my qualifications. 152 3.36 84 55.3 68 44.7
Inadequate for
normal expenses. 152 4.10 119 7B.3 33 21. 7
Not satisfied. 152 4.55 138 90.8 14 9.2
------------------
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6.1.9.3. Analysis of Underlying Reasons Associated with
Availability of Alternative Employment and Their
Influences on Voluntary Labour Turnover.
Since only one reason is tested to discover the underlying
reasons associated wi th availabili ty of al ternative employment,
it is, therefore, revealed that, almost 100 % of the
respondents agree that they left their previous job because
there was another job wai ting for them.
6.1.10. RESEARCH QUESTION 9: WHAT ARE THE UNDERLYING REASONS
ASSOCIATED WITH THE DETERMINANT FACTORS AND THEIR
STRENGTH IN INFLUENCING VOLUNTARY LABOUR TURNOVER AMONG
BLUE-COLLAR WORKERS OF DIFFERENT RACES IN THE
MANUFACTURING SECTOR IN PENINSULAR MALAYSIA?
The resul ts of research question 6 discovered 4 factors
which influence the decision to voluntary labour turnover among
the three races. These 4 factors are listed as below:
a) Personal Problem
b) Pay
c) Availabili ty of Al ternative Employment
d) Level of Job Vacancy (Significant to the
Chinese and the Indians only).
This research question therefore, aims to analyse what are
the underlying reasons associated with these factors and their
strength in influencing voluntary labour turnover among the
blue-col la r workers of the three di fferent races in
manufacturing sector in Peninsular Malaysia. The finding of the
statistical analysis is describe in the following sub-section.
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6.1.10.1. Analysis of Underlying Reasons Associated wi th
Personal Problems in Influencing Voluntary Labour
Tu rnover, By Race.
During the survey, the respondents were asked whether they
leave thei r previous employer because of personal problems. If
thei r answer is "YES" they then have to describe to what extent
the following reasons relating to personal problems influence
their decision to voluntarily leave their previous job. These
reasons are listed as below:
a) Family problems
b) Health problems
c) Starting owm business
d) Joining other services
e) Go for further studies
f) Transportation problems
g) Housing problems
h) Career development
i) locali ty
Table 6-34 displays the resul t of the univariate analysis
of the underlying reasons associated wi th personal problems in
influencing voluntary labour turnover among the three races.
From the Table, it is clear that "Career Development" is the
strongest influencing reason among the Chinese respondents.
Also 73_3% of the Chinese respondents indicate that they agree
wi th "Career Development" compared to 26.7% who disagree, the
mean rating being 4.03 and the standard deviation 1.67.
Among the Indian respondents, "Family Problems" appear to
be the most important underlying reason for the personal
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problem to resign a jobs 61.5 % of the Indians indicate that
they agree with this factor compared to 38.5 % who disagree,
the mean rating being 3.42 and the standard deviation 1.90.
TABLE 6-34.
UNIVARIATE FINDING ON THE UNDERLYING REASONS ASSOCIATED WITH PERSONAL
PROBLEMS IN INFLUENCING VOLUNTARY LABOUR TURNOVER: DISTRIBUTION IN
PERCENT AGE AND MEAN, BY RACE.
Scale: 5: Strongly Agree 4: Agree 3: Undecided 2: Disagree 1: Strongly Disagree
PERSONAL PROBLEM
MALAY% %
X (A) (D)
CHINESE% %
X (A) (D)
INDIAN% %
X (A) (D)
Family problem 2.94 47.5 52.5 1. 50 13.3 86.7 3.42 61. 5 38.5
Heal th problem 2.27 31. 3 68.7 1. 43 10.0 90.0 2.12 26.9 73.1
Start own business 1.29 1.0 99.0 1.7 00.0 100.0 1.9 3.8 96.2
Join other service 1.69 13.1 86.9 1.3 00.0 100.0 1.04 00.0 100.0
Go for further study 1. 57 10.1 89.9 1.16 00.0 100.0 1.9 03.8 96.2
Transportation problem 2.19 29.3 70.7 1. 70 16.7 83.3 1. 57 15.4 84.6
Housing problem 2.06 26.3 73.7 1. 50 06.7 93.3 1. 76 19.2 80.8
Career Development 2.B1 45.5 54.5 4.03 73.3 26.7 2.15 30.8 69.2
Locality 2.25 27.3 727 2.03 20.0 80.0 1. 73 15.4 84.6
--------------------- ----
Note VALUE 0 = DISAGREEMENT
1 = AGREEMENT
The underlying reasons for the personal problem which
influences voluntary labour turnover among the Malay
respondents seems to be a mixture of factors in comparison to
the Chinese and the Indians. None of the underlying reasons on
personal problems listed was found to be significant as an
influence on the Malays to resign. However, among the most
strongest underlying reasons for the personal problem among the
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Malays is Family Problems with mean rating being 2.94 (47.5 %
Agree) and "Career Development" appears to be the second
highest factor with mean rating being 2.81 (45.5 % agree).
6.1.10.2. Analysis of Underlying Reasons Associated with Pay
in Influencing Voluntary Labour Turnover, By Race.
In order to discover the underlying reasons associated
wi th pay, the respondents were asked to what extent they agree
or disagree with each of the following statements about their
feelings towards pay as having influenced thei r decision to
voluntary labour turnover. These reasons are as stated in Table
6-35 below.
Table 6-35 reveals the finding of the univariate analysis
on the underlying reasons associated wi th pay in influencing
voluntary labou r tu rnover among the three races. The Table
shows that almost all the reasons put to them have significant
influence on the decision to change employment among the three
races.
The most strongest underlying reason influencing the pay
factor is "no satisfaction wi th pay". Of the Malay respondents
89% agree to "Not being satisfied wi th pay" as compared to 11.0
% who disagree. Mean rating of no satisfaction wi th pay as a
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factor influencing the Malays is 4.49 and the standard
deviation is 0.93. Equally. the majority of the Chinese (95.2
%) and the Indian (93.5 %) respondents agree with this
underlying reason on the pay factor as influencing their
decision to voluntary labour turnover.
TA8LE 6-35.
UNIVARIATE FINDING ON THE UNDERLYING REASONS ASSOCIATED WITH PAY IN
INFLUENCING VOLUNTARY LABOUR TURNOVER: DISTRIBUTION IN PERCENTAGE
AND MEANS. BY RACE.
Scale: 5: Strongly Agree 4: Agree 3: Undecided 2: Disagree 1: Strongly Oisagree
PAY
MALAY% %X (A) (0)
CHINESE% %X (A) (0)
INDIAN% %X (A) (0)
-------------
Lower than that of
present job 4.41 87.0 13.0 4.67 95.2 4.8 4.45 87.1 12.9
Less than I deserved 3.93 73.0 27.0 3.86 76.2 23.8 4.45 90.3 9.7
I nadeQua te compared
to my Qualifications 3.38 54.0 46.0 3.48 66.7 33.3 3.23 51.6 48.4
Inadequate for
normal expenses 3.99 74.0 26.0 4.24 85.7 14.3 4.35 87.1 12.9
Not satisfied 4.49 89.0 11. 0 4.52 95.2 4.8 4.77 93.5 6.5
Note : VALUE o : DISAGREEMENT
1 : AGREEMENT
The statement which gains the lowest support but is yet
significant is "Inadequate compared to my qualification" one.
54 % of the Malays, 66.7 % Chinese and 51.6 % of the Indians
agree wi th this factor as influencing thei r decision to
voluntary labou r tu rnover.
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6.1.10.3. Analysis of Underlying Reasons Associated with
Availabili ty of Al ternative Employment in Influencing
Voluntary Labour Turnover, By Race.
Among the three races, all of those who state that the
availabili ty of al ternative employment is an influencing factor
to their voluntary labour turnover, identified from the list of
underlying reasons as to why they left their previous job that
there was another job wai ting for them. Table 6-36 shows the
univariate findings on this underlying reason among the three
races.
TABLE 6-36.
UNIVARIATE FINDING ON THE UNDERLYING REASONS ASSOCIATED WITH AVAILABILITY
OF ALTERNATIVE EMPLOYMENT IN INFLUENCING VOLUNTARY LABOUR TURNOVER:
DISTRIBUTION IN PERCENTAGE AND MEANS, BY RACE.
Scale: 5: StronglY Agree 4: Agree 3: Undecided 2: Disagree 1: Strongly Disagree
AVAILABILITY OF
ALTERNATIVE
EMPLOYMENT
MALAY% %
X (A) (D)
CH IN ESE% %
X (A) (D)
INDIAN% %
X (A) (D)
I left my previous
job because the re
was another job 4.77 100.0 00.0 4.93 100.0 00.0 4.93 100.0 00.0
No te : VALUE o : DISAGREEMENT
1 : AGREEMENT
6.1.10.4. Analysis of Underlying Reasons Associated with the
Level of Job Vacancy in Influencing Voluntary
Labour Turnover, By Race.
From Table 6-37, it is revealed that all (100 %) of those
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who agreed that the level of job vacancy influences their
decision to voluntary labour turnover admi tted that they left
their previous job because there were a lot of jobs in the
labour market at that time. This underlying reason, however, is
signi ficant to the Chinese and the Indians respondents only.
TABLE 6-37.
UNIVARIATE FINDING ON THE UNDERLYING REASONS ASSOCIATED WITH LEVEL OF
JOB VACANCY IN INFLUENCING VOLUNTARY LABOUR TURNOVER: DISTRIBUTION
~ PERCENTAGE AND MEANS, BY RACE.
Scale: 5 : Strongly Agree 4 : Agree 3 : Undecided 2 : Disagree 1 : Strongly Disagree
MALAY CHINESE INDIAN
LEVEL OF % % % % % %
JOB VACANCY X (A) (D) X (A) (D) X (A) (D)
I left my previous
job because there
was a lot of job
in the labour market
at that time N. S N. S N. S 4.87 100.0 00.0 4.86 100.0 00.0
Note : N. S. : NOT SIGNIFICANT
VALUE o : DISAGREEMENT
1 : AGREEMENT
6.1.11. RESEARCH QUESTION 10: ARE THERE ANY DIFFERENCES IN THE
UNDERLYING REASONS ASSOCIATED WITH THE DETERMINANT
FACTORS INFLUENCING THE DECISION TO VOLUNTARY LABOUR
TURNOVER AMONG DIFFERENT RACES OF BLUE-COLLAR WORKERS
IN THE MANUFACTURING SECTOR IN PENINSULAR MALAYSIA?
To answer this research question, One-way Analysis of
variance will be employed. The following section displays the
result of the statistical analysis.
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6.1.11.1. Analysis of Differences on Personal Problems:
Family Problems
The aims of this section is to analyse whether or not
there are any differences between the means of agreement on the
family problems as the underlying reasons for personal problem.
The resul t of the statistical analysis is as below:
TABLE 6-38.
AN OVA FOR DIFFERENCES BETWEEN THE MEANS OF
AGREEMENT ON THE FAMILY PROBLEMS AS A FACTOR
INFLUENCING VOLUNTARY LABOUR TURNOVER AMONG
THE THREE RACES
Scale : 1 : Strongly Disagree
2 : Strongly Agree
Sou ree D.F. Sum of Square Mean Square
Between Groups 2
wi thin Groups 152
62.1949
473.4825
31. 0975
3.1150
F Ratio: 9.98 p : .0001
DISPLAY OF THE FOUR MEANS AND GROUPING :
GROUP ti MEAN DUNCAN GROUPING
Indian
Malay
Chinese
26
99
30
3.4231
2.9394
1.5000
A
A
B
MEANS WITH THE SAME LETTER ARE NOT SIGNIFICANTLY DIFFERENT.
The results obtained from General Linear Models Procedure
(ANOVA) in Table 6-38 above suggests that there is a
significant difference between the three races group means in
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their perception toward accepting family problems as a personal
factor influencing voluntary labou r tu rnover. Statistically, it
is a significant difference among the group means, where p ~
.01 and the obtained value of F = 9.98. From the same table,
the Duncan test calculations indicate that the mean of the
Indians and Malays are not significantly different toward
family problems. On the contrary, the mean of the Indians and
Malays are significantly different to the Chinese mean.
6.1.11.2. Analysis of Differences on Personal Problem:
Career Development, By Race
This section aims at finding out whether there are any
di fferences between the means of agreement on the carrer
development as the underlying reason for personal problems in
influencing voluntary labour turnover among different races in
Peninsular Malaysia. The resul t of the statistical analysis is
as below:
TABLE 6-39.
ANOVA FOR DIFFERENCES BETWEEN THE CAREER
DEVELOPMENT MEANS INDICATED ACCEPTANCE AMONG
THE THREE GROUPS.
Scale : 1 : Strongly Disagree
5 : Strongly Agree
SOURCE D.F.
Between Groups 2
Within Groups 152
SUM OF SQUARES
53.6500
475.7048
MEAN SQUARE
26.8250
3.1296
F Ratio: 8.57 p : .0003
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DISPLAY OF THE THREE MEANS :
GROUP ~ MEAN OUNCAN GROUPING
CHINESE
MALAY
INDIAN
30 4.0333
99 2.8081
26 2.1538
A
B B
B
Table 6-39 shows the result of computation from the one-
way analysis of variance which suggests that there are
signi ficant differences between the groups means of agreement
toward carrer development at p ~ .01, and the f value = 8.57.
Addi tionally, from the same table, the resul t of the Duncan
Test applied the possible answers as below:
* The means of acceptance toward career development of the
Malays and the Indians are not significantly different at p
~. 01.
* The mean of acceptance toward career development of the
Chinese is significantly different from the means of the
Indians and the Malays at p ~.01
6.1.11.3. Analysis of Differences on Pay: By Race
a) "Lower Than That of Present Job (LTPJ).
b) "Less Than I Deserved" (LTID).
c) "Inadequate Compared to My Qualification"(ICMQ).
d) "Inadequate For Normal Expenses" (IFNE)
e) "Not satisfied With Pay" (NSWP)
The objective of this section is to find out whether there
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DISPLAY OF THE THREE MEANS :
GROUP ti MEAN DUN CAN GROUPING
CHINESE
MALAY
INDIAN
30 4.0333
99 2.8081
26 2.1538
A
B B
B
Table 6-39 shows the result of computation from the one-
way analysis of variance which suggests that there are
signi ficant differences between the groups means of agreement
toward carrer development at p ~.01, and the f value = 8.57.
Addi tionally, from the same table, the resul t of the Duncan
Test applied the possible answers as below:
* The means of acceptance toward career development of the
Malays and the Indians are not signi ficantly different at p
~. 01.
* The mean of acceptance toward career development of the
Chi nese is significantly different from the means of the
Indians and the Malays at p ~.01
6.1.11.3. Analysis of Differences on Pay: By Race
a) "Lower Than That of Present Job (LTPJ).
b) "Less Than I Deserved" (LTID).
c) "Inadequate Compared to My Qualification" (ICMQ) .
d) "Inadequate For Normal Expenses" (IFNE)
e) "Not satisfied with Pay" (NSWP)
The objective of this section is to find out whether therí
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(b) Less Than I Deserved (LTID)
TABLE 6-41.
ANOVA FOR DIFFERENCES BETWEEN "LTID"
MEANS INDICATED ACCEPTANCE AMONG
THE THREE GROUPS.
Scale : 1 : Strongly Disagree 5 : Strongly Agree
SOURCE
Between Groups
Wi thin Groups
F Ratio: 2.42
~ SUM OF SQUARES
2 9.9187
149 304.7588
P : .0920
MEAN SQUARE
4.9593
2.0453
DISPLAY OF THE THREE MEANS :
GROUP ~ MEAN DUN CAN GROUPING
CHINESE 21 3.8571 A
MALAY 100 3.9300 A
INDIAN 31 4.5484 A
Table 6-41 shows the resul t of computation from the one-
way analysis of variance which suggests that there are no
signi ficant differences between the groups means of agreement
toward "LTID" at p ':09, and the f value = 2.42.
(c) Inadequate Compared For Normal Expenses (ICNE)
TABLE 6-42.
AN OVA FOR DIFFERENCES BETWEEN THE "ICNE"
MEANS INDICATED ACCEPTANCE AMONG
THE THREE GROUPS.
Scale : 1 : Strongly Disagree 5 : Strongly Agree
SOURCE
Between Groups
wi thin Groups
F Ratio: 0.15
~ SUM OF SQUARES
2 0.4406
149 424.2174
P : .8568
MEAN SQUARE
0.4406
2.8470
P;:oP. ?R4
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DISPLAY OF THE THREE MEANS :
GROUP ~ MEAN DUN CAN GROUPING
CHINESE 21 3.4762 A
MALAY 1003.3800 A
INDIAN 31 3.2258 A
Table 6-42 shows the resul t of computation from the one-
way analysis of variance which suggests that there are no
signi f icant differences between the groups means of agreement
toward "ICMQ" at p C85, and the f value = 0.15.
(d) Inadequate For Normal Expenses (IFNE)
TABLE 6-43.
ANOVA FOR DIFFERENCES BETWEEN THE "IFNE"
MEANS INDICATED ACCEPTANCE AMONG
TJilJlißllJìRO~lS ~.~
Scale : 1 : Strongly Disagree 5 : Strongly Agree
SOURCE ~ SUM OF SQUARES MEAN SQUARE
Between Groups 2 3.6234 1.8117
Within Groups 149 277.8962 1.8650
F Ratio: 0.97 p : .3809
DISPLAY OF THE THREE MEANS :
GROUP !i MEAN DUNCAN GROUPING
CHINESE
MALAY
INDIAN
21 4.2381
100 3.9900
31 4.3548
A
A
A
MEANS WITH THE SAME LETTER ARE NOT SIGNIFICANTLY DIFFERENT
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Table 6-43 shows the resul t of çomputation from the one-
way analysis of variance which suggests that there are no
signi ficant differences between the groups means of agreement
toward "IFNE" at p (:.38, and the f value = 0.97.
(E) Not Satisfied With Pay (NSWP)
TABLE 6-44.
AN OVA FOR DIFFERENCES BETWEEN THE "NSWP"
MEANS INDICATED ACCEPTANCE AMONG
TH E THREE GROUPS.
Scale : 1 : Strongly Disagree 5 : Strongly Agree
SOURCE
Between Groups
Hi thin Groups
F Ratio: 1.18
~ SUM OF SQUARES
2 1.9314
149 121.6474
p : .3092
MEAN SQUARE
0.9657
0.8164
DISPLAY OF THE THREE MEANS :
GROUP ~ MEAN DUN CAN GROUPING
CHINESE 21 4.5238 A
MALAY ioo 4.4900 A
INDIAN 31 4.7742 A
MEANS WITH THE SAME LETTER ARE NOT SIGNIFICANTLY DIFFERENT
Table 6-44 shows the resul t of computation from the one-
way analysis of variance which suggests that there are no
signi ficant differences between the groups means of agreement
toward "NSWP" at p (:.30, and the f value = 1.18.
6.1.11.4. Analysis of Differences on the Availability of
Alternative Employment: By Race
"There is Another Job Waiting (TAJW)"
This section aims at finding out whether there are any
di fferences between the means of agreement on the "TAJW" as the
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underlying reason for availabili ty of al ternative employment in
influencing voluntary labour turnover among different races in
Peninsular Malaysia. The resul t of the statistical analysis is
as below:
TABLE 6-45.
ANOYA FOR DIFFERENCES BETWEEN THE "TAJW'
MEANS INDICATED ACCEPTANCE AMONG
THE THREE GROUPS.
Scale : 1 : Strongly Disagree
5 : Strongly Agree
SOURCE
Between Groups
Wi thin Groups
F Ratio: 0.66
~ SUM OF SQUARES
2 3.9997
152 666.9957
p : .5196
MEAN SQUARE
1.9998
3.0456
DISPLAY OF THE THREE MEANS
GROUP
CH INESE
MALAY
INDIAN
t! MEAN
40 3.8500
142 3.5704
40 3.8500
DUN CAN GROUPING
A
A
A
Table 6-45 shows the resul t of computation from the one-
way analysis of variance which suggests that there are no
significant differences between the groups means of agreement
toward "TAJW" at p ':.51 and the f value = 0.66.
6.1.11.5. Analysis of Differences on the Level of Job Vacancy,
By Race: "There was a lot of Job Vacancies in the
Labour Market (JWLM)"
The aims of this section is to find out whether there are
any differences between the means of agreement on the "JWLM" as
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the underlying reason for the level of job vacancy in
influencing voluntary labour turnover among different races in
Peninsular Malaysia. The resul t of the statistical analysis is
as below:
TABLE 6-46.
ANOVA FOR DIFFERENCES BETWEEN THE "JWLM"
MEANS INDICATED ACCEPTANCE AMONG
THE THREE GROUPS.
Scale: i : Strongly Disagree 5 : Strongly Agree
SOURCE D.F. SUM OF SQUARES MEAN SQUARE
Between Groups
wi thi n Groups
F Ratio: 3.56
2 20.9310
219 643.8482
p : .0301
10.4655
2.9399
DISPLAY OF THE THREE MEANS
GROUP ~ MEAN DUN CAN GROUPING
CHINESE
INDIAN
MALAY
40 3.5000
40 3.2250
142 2.7465
A
A B
B B
Table 6-46 shows the resul t of computation from the one-
way analysis of variance which suggests that there are
signi ficant differences between the groups means of agreement
toward "JWLM" at p ':.03, and the f value = 3.56. Additionally,
from the same table, the resul t of the Duncan Test applied the
possible answers as below:
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* The means of acceptance toward the "JWLM" of the Malays and
the Indians are not significantly different at p ~.05.
* The means of acceptance toward the "JWLM" of the Chinese and
the Indians are not significantly different at p ~. 05.
* The mean of acceptance toward" JWLM" of the Chinese is
significantly different from the means of the Malays at p ~ .05
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PART II
The Findings of the Personnel Managers' Questionnai re
The objective of this Part 11 of Chapter Six is to present
the findings of the statistical analysis of data collected from
the Personnel Managers'Questionnaire. As mentioned in the
methodology chapter, the aims of the Personnel Managers'
Questionnai re is to compare the Personnel Managers' opinions
with the Blue-Collar Workers answers. To a large extent, it can
also be used to assess the reliabili ty and the frankness of the
blue-collar workers' answers. It is hoped that this can provide
a better picture to explain the phenomenon of voluntary labour
turnover in Peninsular Malaysia.
6.2. Presentation of the Personnel Managers' Responses
In the
interviewed
su rvey, fou rty-one
for thei r views on
Personnel Manage rs we re
the factors influencing
voluntary labour turnover among
Malaysia.
Managers'
In order to analyse
the three
the data
races in Peninsular
on the Personnel
response, univariate analysis such as frequency
distribution, percentage, means and One-Sample Chi-Square tests
are used. The resul ts will be presented according to the
analysis of the prof ile of the respondents, demographic,
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personal, organisational and analysis of external factors. The
findings of the Personnel Managers responses are presented as
follows:
6.3.1. Analysis of the Profile of the Respondents
The purpose of this section is to present a descriptive
analysis of the sample data. As mentioned in the methodology
chapter, the selection of the sample is not random due to the
fact that it is largely based on the response and cooperation
from the Personnel Managers themselves (Please refer to section
enti tIed "Limi tations and Problems in the Research
Methodology", pp.213-215).
Table 6-47:
Distribution of Respondent, By location
Loca tion
Kuala Lumpur
Johor Bahru
Penang
Total
n %
12 29.3
18 43.9
11 26.8
41 100.0
Table 6-47 shows that a total of 41 respondents
participated in this study. Out of 41 selected 12 (29.3%) are
from Kuala Lumpur. From the Same Table, it is learned that the
majority of the respondents, 18 (43.9%) are from Johor Bahru.
This is expected based on the good cooperation received in
Johor Bahru (AI ready discussed in the Methodology Chapter). For
the respondent in Penang, it accounts for 26.8% (n=ll).
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Table 6-48:
Distribution of Respondent, By Race
Race
Malay
Chi nese
Indian
Total
n %
33 80.5
7 17.1
1 2.4
41 100.0
The data in Table 6-48 suggests that a high proportion of
the respondents 33 are Malays who account for 80.5%. The same
Table notes that 7 (17.1%) of the total 41 respondents
interviewed are Chinese, and 1 (2.4%) is Indian. This
distribution is not extraordinary based on the believed that
most of the Personnel Managers in the manufacturing sector in
Peninsular Malaysia are Malays. It appears that the
manufacturing sector have Malays as Personnel Managers because
of convenience in dealing wi th the Government agencies for
employment matters. Given the lowest percentage of the Indians
in the managerial occupations (refer to Table 2-3), it is
expected that the Indians represent the lowest rate of the
respondents in this study.
6.3.2. Analysis on Demographic factors
During the survey, five demographic variables were posed
to the Personnel Managers to obtain their views on the
caracteristics of voluntary labour turnover of the three races.
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The variables are: sex, age, education, marital status, and
length of service. The resul ts of this analysis are displayed
in Table 6-49.
Table 6-49:
UNIVARIATE ANALYSIS SHOWING DEMOGRAPHIC FACTORS DISTRIBUTION, BY RACE
Demographic Factors \ Race Malay Chinese Indian
x % (A) % (D) x % lA) % (D) x % (A) % (D)
Female Workers 3.39 65.9 34.1 2.98 43.9 56.1 3.17 53.7 46.3
Young Workers 3.85 85.4 29.3 3.53 70.7 29.3 3.70 80.5 19.5
Better Education 2.61 24.4 75.6 3.05 43.9 56.1 2.59 24.4 75.6
Married 2.56 24.4 75.6 2.39 14.6 17.1 2.41 17.1 82.9
Shorter Length of Service 3.12 51.2 48.8 3.22 53.7 46.3 3.15 51.2 48.8
Note: Mean of 3.0 and above are consider as significant factor influencing to labour turnover
X : mean score
n : number of sample
% (A) : Percentage of Agreement
% (D) : Percentage of Disagreement
6.3.2.1. Analysis by Sex and Race
As can be observed from the percentage of agreement
distribution in Table 6-49, 65.9% of the Personnel Managers
agreed that voluntary labour turnover of the Malays blue-collar
workers are among the females. Similarly, the percentage for
the Indian accounted for 53.7% and for the Chinese it accounts
for 43.9%. The mean rating of agreement for the Malays is 3.39,
the Chinese is 2.98 and for the Indian is 3.17.
Table 6-50 shows the resul t of the Chi-Square One-Sample
Test. From this test it reveals that there is a difference in
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the Personnel Managers' agreement regarding the sex of Malays
workers who qui t thei r job voluntarily. The resul t produces a
significant chi-square value of 4.122 at 0.04 level of
significant for d.f's = 1. From the significant value provided
from the test, it illustrates that the Personnel Managers
response lean more towards the accepted statement that the
majori ty of the Malay workers who qui t thei r job voluntarily
are among the females. On the contrary, the findings does not
apply to the Chinese and Indians.
6.3.2.2. Analysis by Age and Race.
A study of Table 6-49 shows that a majority (85.4%) of the
Personnel Manager agreed that voluntary labour turnover of the
Malays are mostly among the younger workers. Wi th regard to the
Chinese and Indians, the response of agreement are 70.7% and
80.5% respectively. The mean rating for the Malays is 3.85, the
Chinese 3.53 and for the Indians is 3.70.
The resul t from the Chi-Square One-Sample Test in Table 6-
50 demonstrate that the Personnel Managers signi ficantly
accepted that those who left voluntarily their previous
employment consist mainly of young workers for all the three
races. It is accepted at the 0.01 level of significant.
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6.3.2.3. Analysis by Education and Race
wi th regard to education as an influencing factor to
voluntary labour turnover, the data from Table 6-49 indicates
that 24.4% of the respondents agreed that the Malay leavers are
among those with better education, 43.9% for the Chinese and
2.6% for the Indians. This means that more than half of the
respondents disagreed wi th the statement that most of the
turnover of the three races are among those wi th better
education.
In addi tion to the percentage distribution, Table 6-50
highlights that the response from the Personnel Managers show
that better education is not acceptable to describe the
characterictic of the voluntary labour turnover of all the
three races. Even though the resul t from the Chi -square test
notes that it is significant for the three races, the response
however, lean more toward not accepting this factor as a
characteristic of the turnover.
6.3.2.4. Analysis on Marital Status and Race
Table 6-49 exhibi ts
Managers agreed that most of
voluntarily are among the
tha t only 24.4% of the Pe rsonnel
the Malays who quit thei r job
married workers. A study from the
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same Table shows a similar trend on agreement for the Chinese
(14.6%) and the Indians (17.1%). In other words more than half
of the respondents agreed that most turnover are among non-
married workers.
Table 6-50 discloses the resul ts of the statistical One-
sample Test. Even though the result shows a significant value,
it is however, significant toward disagreement to the statement
that most of the voluntary labour turnover are among the
married workers. A uniform resul ts were foung among the three
races.
6.3.2.5. Analysis on Length of Service and Race
In Table 6-49, notes that the majority (51.2%, mean rating
3.12) of the Personnel Manager agreed that most Malays who
leave thei r job voluntarily are among those wi th shorter length
of service. The same tendency is found among the Chinese
(53.7%, mean rating 3.22) and the Indians (51.2%, mean rating
3.15) .
Al though the percentage distribution and mean rating in
Table 6-49 show that shorter length of service are
signi ficantly accepted by
characteristics to labour
the respondents as one of the
turnover, it is however, not too
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strong to be significantly accepted when testing through the
One-sample chi-Square test. As can be observed in Table 6-50,
this factor is not significantly accepted by the respondents
for all the three races.
Table 6-50:
ANALYSIS OF THE ONE SAMPLE CHI -SQUARE TEST OH DEMOGRAPHIC FACTOR! BY RACE
VARIABLE FEMALE YOUNG BETTER EDUCATION MARRIED SHORTER LENGTH OF SERVICE
MALAY
VALUE 0 1 0 1 0 1 0 0 1
COUNT 14 27 6 35 31 10 31 10 20 21
EXPECTED 20.5 20.5 20.5 20.5 20.5 20.5 20.5 20.5 20.5 20.5
CHI -SQUARE 4.122 20.512 10.756 10.756 10.756
D.F . 1 1 1 1 1
SIGNIFCANT 0.042 0.000 0.001 0.001 o .B76
CHINESE
VALUE 0 1 0 0 1 0 0 1
COUNT 23 18 12 29 23 18 35 6 19 22
EXPECTED 20.5 20.5 20.5 20.5 20.5 20.5 20.5 20.5 20.5 20.5
CHI -SQUARE 0.610 7.049 0.610 20.512 0.220
D. F. 1 1 1 1 1
SIGN I FI CAN T 0.435 0.008 0.435 0.000 0.639
INDIAN
VALUE 0 1 0 0 1 0 0 1
COUNT 19 22 8 33 31 10 34 7 20 21
EXPECTED 20.5 20.5 20.5 20.5 20.5 20.5 20.5 20.5 20.5 20.5
CHI -SQUARE 0.220 15.244 10.756 17.780 0.024
D. F. 1 1 1 1 1
SIGN I F I CAN T 0.639 0.000 0.001 0.000 0.876
6.3.3. Analysis on Personal factors
For the pu rpose of analysing the Personal factor, nine
observable variables are tested (refer to Table 6-51) _ The
findings on these factors are as follows:
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Table 6-51:
UNIVARIATE ANALYSIS SHOWING PERSONAL FACTORS DISTRIBUTION! BY RACE
Personal Factors \ Race Malay Chinese Indian
% (A) % (D) % (A) % (D) % (A) % (D)
Family Problems 95.1 4.9 46.3 53.7 82.9 17.1
Heal th Problems 51. 2 48.8 24.4 75.6 58.5 41. 5
Start Own Business 0.0 100.0 63.4 36.6 0.0 100.0
Join Other Services 7.3 92.7 7.3 92.7 7.3 92.7
Further Study 12.2 87.8 2.4 97.6 0.0 100.0
Transportation 2.4 97.6 2.4 97.6 4.9 95.1
Housing 12.2 87.8 4.9 95.1 22.0 78.0
Career Development 63.4 36.6 97.6 2.4 90.2 9.8
Local i ty 63.4 36.6 97.6 2.4 90.2 9.8
% (A) : Percentage of Agreement
% (D) : Percentage of Disagreement
Table 6-51 shows the percentage distribution on personal
factor. It is learned that the following variables are found to
be the significant influence on Malay turnover: Family Problems
(95.1%), Health Problems (51.2%), Career Development (63.4%)
and Locality (63.4%). For the Chinese it is identified that the
following factors influence turnover: To Start Own Business
(63.4%), Career Development (90.2%), Locali ty (97.6%) and for
the Indians: Family Problem (82.9%), Health Problems (58.5%),
Career Development (65.9%) and Locality (90.2%).
Beside the simple descriptive analysis above, the Chi-
square One-sample Test is used to support this findings. The
resul ts of the One-sample Test are displayed in Table 6-52.
From this Table, two variables are found to be significantly
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accepted for Malaysthe ( Family and CareerProblem
Development). For the Chinese (Career Development) and for the
Indians (Family Problem and Career Development).
Table 6-52:
ANALYSIS OF THE ONE SAMPLE CHI -SQUARE TEST ON PERSONAL FACTOR! BY RACE
VARIABLE V6
MALAY
VALUE
COUNT
EXPECTED
CHI -SQUARE
D. F.
SIGNIFICANT
o 0
2 39 20 21
20.5 20.5 20.5 20.5
33.390 0.0241 1
0.000 0.876
CHINESE
VALUE
COUNT
EXPECTED
CHI -SQUARE
D. F.
SIGN IF CAN T
V7 V10 V13 V14Vll V12V8 V9
o 0 010 0 0 0
41 0 38 3 36 5 40 1 36 5 13 28 15 26
41 0 20.5 20.5 20.5 20.5 20.5 20.5 20.5 20.5 20.5 20.5 20.5 20.5
0.0 29.878 23.439 37.098 23.439 5.488 2.9511 1 1 1 1 1 1
1.000 0.000 0.000 0.000 0.000 0.019 0.086
o 010 0 0 0 0 0 0
22 19 31 10 15 26 30 3 40 1 40 1 39 2 4 37 40 1
20.5 20.5 20.5 20.5 20.5 20.5 20.5 20.5 20.5 20.5 20.5 20.5 20.5 20.5 20.5 20.5 20.5 20.5
0.220 10.756 2.951 29.878 37.098 37.098 33.390 26.561 37.0981 1 1 1 1 1 1 1 1
0.639 0.001 0.086 0.000 0.000 0.000 0.000 0.000 0.000
INDIAN
VALUE 0 0 1
COUNT 734 1724
EXPECTED 20.5 20.5 20.5 20.5
CHI -SQUARE 17.780 1.195DJ. 1 1
SIGNIFICANT 0.000 0.274
Note: V6 : Family Problems
V7 : Heal th Problems
V8 : Start Own Business
V9 : Join Other Services
V10 : Further Study
VI1 : Transportation
VI2 : Housing
V13 : Career Development
V14 : Locality
o 0
41 0 38 3
41 0 20.5 20.5
0.0 29.878
o 1
1. 000 0.000
o 0 0 0 0
41 0 39 2 39 2 14 27 40 1
41 0 20.5 20.5 20.5 20.5 20.5 20.5 20.5 20.5
0.0 33.390 12.905 4.122 26.561o 1 1 1 1
1.000 0.000 0.000 0.042 0.000
6.3.4. Analysis of Organisational Factors
For the purpose of analysing the organisational factors,
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the respondents were interviewed to obtain thei r views to what
extent they agree or disagree wi th nine observable variables
which are classified under the organisational factor as having
influencing the blue-collar workers' decision among the three
races to voluntarily change employment. The findings of the
nine variables are in Table 6-53 and 6-54 and are as follows:
Table 6-53:
UNIVARIATE ANALYSIS SHOWING ORGANISATIONAL FACTORS DISTRIBUTION, BY RACE
Organisational Factors \ Race Malay Chinese Indian
% (Al % (D 1 % (Al (D 1 % (Al % (D 1
Pay 75.6 24.4 73.2 26.8 75.6 24.4
Promotion 48.8 51. 2 53.7 46.3 48.8 51. 2
Supervisory Practices 12.2 87.8 12.2 87.8 26.8 73.2
Peer Group 4.9 95.1 4.9 95.1 14.6 85.4
Work Unit Size 2.4 97.6 2.4 97.6 2.4 97.6
Job Content 51.2 48.8 53.7 46.3 53.7 46.3
Job Securi ty 17.1 82.9 9.8 90.2 14.6 85.4
Working Condi tions 220 78.0 14.6 85.4 14.5 80.5
Working Hours 31. 7 68.3 17.1 82.9 19.5 80.5
% (A) : Percentage of Agreement
% (D) : Percentage of Disagreement
A study of Table 6-53 clarifies that about three-quarter
of the respondents (75.%) agreed that Pay is the most important
factor which influence the Malay workers to turnover. Besides
pay, Job Content (51.2%) and Promotion (48.8%) are the
secondary factors to turnover. Similar trend is found among the
Chi nese and the Indians.
Based on the simple statistical analysis, even though more
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than one organisational factor is found to be significantly
influence the three races to turnover, the results from the
Chi-square One-sample Test in Table 6-54, however, illustrate
that a significant difference in terms of agreement to the
organisational factors exist only wi th regard to the pay factor
for the three races. Other factors are insufficiently strong to
be significantly accepted in the One-sample chi -squa re Test.
VARIABLE
MALAY
VALUE
COUNT
EXPECTED
CHI -SQUARE
D. F.
SIGNIFICANT
CHINESE
VALUE
COUNT
EXPECTED
CH I - SQUARE
D. F.
SIGNIFICANT
INDIAN
VALUE
COUNT
EXPECTED
CH I - SQUARE
D. F.
SIGNIFCANT
Note: V31
V32
V33
V34
V35
V36
V37
V38
V39
Table 6-54:
ANALYSIS OF THE ONE SAMPLE CHI-SQUARE TEST ON ORGANISATIONAL FACTOR, BY RACE
V31 V32 V33 V34 V35 V36 V37 V38 V39
o 0 0 0 0 0 0 0 0
10 31 21 20 36 5 39 2 40 1 20 21 34 7 32 9 28 13
20.5 20.5 20.5 20.5 20.5 20.5 20.5 20.5 20.5 20.5 20.5 20.5 20.5 20.5 20.5 20.5 20.5 20.5
10.756 0.024 23.439 33.390 37.098 0.024 17.780 12.902 5.4881 1 1 1 1 1 1 1 1
0.000 0.876 0.000 0.000 0.000 0.876 0.000 0.000 0.019
010 0 0 0 0 0 0 0
11 30 19 22 36 5 39 2 40 1 19 22 37 4 35 6 34 7
20.5 20.5 20.5 20.5 20.5 20.5 20.5 20.5 20.5 20.5 20.5 20.5 20.5 20.5 20.5 20.5 20.5 20.5
8.805 0.220 23.439 33.390 37.098 0.220 26.561 20.512 17.7801 1 1 1 1 1 1 1 1
0.003 0.639 0.000 0.000 0.000 0.639 0.000 0.000 0.000
o 0 0 0 0 0 0 0 01
10 31 21 20 30 11 35 6 40 1 19 22 35 6 33 8 33 8
20.5 20.5 20.5 20.5 20.5 20.5 20.5 20.5 20.5 20.5 20.5 20.5 20.5 20.5 20.5 20.5 20.5 20.5
10.756 0.024 8.805 20.512 37.098 0.220 20.512 15.244 15.2441 1 0 1 0 1 1 1 1
0.001 0.876 0.003 0.000 0.0000.639 0.000 0.000 0.000
: Pay
: Promotion
: Supervisory Practices
: Peer Group
: Work Unit Size
: Job Content
: Job Security
: Working Condi tions
: Working Hours
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6.3.5. Analysis on External Factors
As in the organisation factor analysis, the respondents
were interviewed for their views as to what extent they agree
or disagree wi th three observable external variables as having
influencing the blue-collar workers' decision among the three
races to voluntary labour turnover. The findings of the nine
variables are in Table 6-55 and 6-56 and are as follows:
Table 6'55:
UNIVARIATE ANALYSIS SHOWING EXTERNAL FACTORS DISTRIBUTION! BY RACE
External Factors \ Race Malay Chi nese Indian
% (A) % (0) % (A) % (0) % (A) % (0)
Alt. Employment 87.8 12.2 85.4 14.6 87.8 12.2
Job Vacancy 87.8 12.2 90.2 9.8 87.8 12.2
Level of Employment 17.1 82.9 17.1 82.9 17.1 82.9
% (A) : Percentage of Agreement
% (D) : Percentage of Disagreement
Table 6-55 clearly reveals that the availabili ty of
al ternative employment and the level of job vacancy are the two
most significant factors influencing voluntary labour turnover
among the three different races. More than 80% of the Personnel
Managers agreed that these two factors are influencing factors
to tu rnover among the three races.
Table 6-56 proves that these two variables are
signi ficantly accepted by the Personnel Managers as factors
which influence the blue-collar workers of the three races to
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voluntarily change thei r jobs.
VAR I AB L E
MALAY
VALUE
COUNT
EXPECTED
CHI-SQUARE
D.F .
SIGNIFICANT
CHINESE
VALUE
COUNT
EXPECTED
CHI -SQUARE
D. F.
SIGNIFICANT
INDIAN
VALUE
COUNT
EXPECTED
CHI -SQUARE
D. F.
SIGNIFICANT
Table 6-56:
ANALYSIS OF THE ONE SAMPLE CHI-SQUARE TEST ON EXTERNAL FACTOR, BY RACE
AL T. EMPLOYMET
o
5 36
20.5 20.5
23.439
1
0.000
o
6 35
20.5 20.5
20.512
1
0.000
o 1
5 36
20.5 20.5
23.439
1
0.000
JOB VACANCY
o
5 36
20.5 20.5
23.439
1
0.000
o
4 37
20.5 20.5
26.561
1
0.000
o
5 36
20.5 20.5
23.439
1
0.000
LEVEL OF EMPLOYMENT
o 1
34 7
20.5 20.5
17.780
1
0.000
o 1
34 7
20.5 20.5
17.780
1
0.000
o 1
34 7
20.5 20.5
17.780
1
0.000
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CHAPTER SEVEN:
DISCUSSION ON THE RESEARCH FINDINGS
7.0. I ntoduction
The object of this chapter is to clarify, discuss and
explain the findings of this research as presented in chapter
six. It is divided into two parts. Part I aims to present the
discussion solely based on the Blue-collar Questionnai re. The
objective of the discussion is to evaluate the present findings
in terms of similari ties or differences wi th previous studies
of voluntary labour turnover, either in Peninsular Malaysia or
in other parts of the world. In particular, it is intended to
identify and explain the different patterns of labour turnover
amongst the different races. Recognising that this is not a
random sample and there are problems of generalisabili ty it is
hoped, however, to provide an in-depth understanding of this
issue. Part II will discuss the findings of the Personnel
Managers Questionnaire. The main purpose of Part II is to make
a comparison between the findings as exhibi ted from the Blue-
Collar Questionnai re and also from the Personnel Managers
Questionnai re.
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Part I
Discussion on the Blue-collar Questionnaire Findings
The aim of this part one of chapter seven is to discuss on
the blue-collar questionnaire. The focus of the discussion is
primarily based on the research objectives and is confined to
the factors which were found to be statistically significant.
It will be summarised under the specific dimensions as follows:
a) The general characteristics of voluntary labour
tu rnover and a comparison among the different races.
b) The factors influencing voluntary labour turnover and
comparison among the different races.
c) The underlying reasons
influencing voluntary labour
among different races.
associated wi th factors
tu rnover and comparison
7.1. Discussion on the General Characteristics of Voluntary
Labour Turnover in Peninsular Malaysia, By Race.
The factors discussed under the general characteristics
include elements such as age, length of service, mari tal
status, sex, level of education, and the number of dependents
of the respondents. The discussion of each factor will be
presented as follows:
7.1.1. Age
The resul ts of the present study show that the majori ty of
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the sample are young workers (aged 15 - 24). An examination of
the different races reveals similar characteristics. Generally,
this means that older employees of all ethnic groups had less
tendency to voluntarily change employment. This finding
supports the position of Ang (1981) in a study of labour
turnover on Peninsular Malaysia. Her findings demonstrate that
the age group with the highest turnover (77.5%) is the 16-25s.
Equally, the finding of this study is in line with Daud's
(1985) work. Her study on female factory workers illustrates
that young female employees (15 25 years old) exhibi t a
higher rate of labou r tu rnover compared to older age groups.
There are similar reasons why the majori ty of voluntary
labour turnover is to be found among young workers. One
important answer is in terms of the substantial number of young
people in the production and related sectors of the labour
market. This is shown in several studies by Manpower Department
(1987b); Malaysia: JSEC (1989d); Othman and Abdullah (1983),
(Refer to Section 3.2.1. of Chapter Three, page 72-73).
Another explanation is to be found in changing atti tudes
to job mobility amongst the young. Since 1986 with the excess
of demand over supply in the labour market, most young workers
in Peninsular Malaysia expect to be mobile. Given the
competi tion for workers among most companies it seems that
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after leaving school, young people normally take whichever job
is avai lable. They conside r thei r first job as a s teppi ng
stone, and a means to get a better one - a necessary and useful
experience, especially in a si tuation where there are many job
opportunities. The study of Daud (1985:23-25) indicates a clear
pictu re of this si tua tion when she mentioned:
Our sample showed that more than 50% of the workers
(mostly those wi th five years secondary education) had
expressed a desire to get a better job and regard their
cu rrent job as temporary only. . . Thus, the workers
regarded their jobs as stepping-stones to better
ones.... They too view the job in the factory as temporary
for much the same reasons and look forward to working
elsewhere where the condi tions and pay are better.
Unlike the young, the older workers had less tendency to
voluntarily change their jobs. There are numerous studies
offering possible explanations to this phenomenon. Some of them
identify job security (Clarke, 1950 and Herzberg et al., 1957),
loss of enti tlements offered such as pension rights, long
service leave and coverage (Hutch, 1963; Bucklow, 1963; Harris,
1964; and Pilch, 1973), obligation in the organisation (Clarke,
1950), the stability of the profession and the ties to family
responsibility (Harris, 1964).
Even though these explanations refer to Western countries
some of them, could apply to voluntary labour turnover in
Peninsular Malaysia. The older workers (25 years old and above)
in this country appear to be less mobile especially after
Page 307
Chapter Seven Discussion on the Research Findings
getting married (This is more applicable to male workers).
Normally, they start to think of a stable job or job secu ri ty.
This was evident throughout discussions wi th several personnel
managers. They prefered older workers to younger ones when
recrui ting. In their view, the older workers are less mobile?
more stable in terms of accomodation and thus less tempted to
quit their jobs. This explanation, however, is not conclusive,
because previous findings on mari tal status shows some
contradiction (refer to section 3.2.3).
7.1.2. Length of Service
The majori ty of the respondents had a short length of
service wi th their previous employers, more precisely, about
44.1% were those wi th 0-6 months. Wi thin the different race
groups, our data from the survey indicated that there were
almost uniform percentage distributions in thei r length of
service. The result of the present study corroborated Ang's
(1981) and Daud's (1985) findings that most labour turnover is
among those wi th a short length of service or working
experience. Ou r resul ts on the length of service also coincide
with the earlier part of our findings based on the Age group,
which consists of young workers. If this is the case, then it
is expected that most of them had a shorter length of service.
Rationally, one would expect that there is a link between age
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and length of service whereby it is obvious that young workers
have shorter length of service and fewer job change.
On the basis of interviews wi th personnel managers, the
researcher learnt that the present trend in most companies in
Peninsular Malaysia is to hi re workers wi th at least some
experience or those who have familiarity with machines. By
hiring experienced workers, delays in production, training
costs, and the posssibility of industrial accidents can be
minimised. Thus, workers wi th some experience take advantage of
their earlier jobs in small and less established companies to
get a better offer in a large and well known organisation which
normally offers higher wages and better fringe benefi ts
compared to smaller firms.
Another way of explaining the phenonmena of the length of
service is offered by Harris (1964). His view is that the first
year at work is the most tricky period which is related to the
adaptation to a new job. He stressed that some workers become
unstable once they move to a new place of work which further
leads to labou r tu rnover. Another group of issues mentioned by
Harris was job secu ri ty and benefits such as pensions.
Similarly, in Peninsular Malaysia, those workers wi th
longer service could enjoy higher wage rates, and also could
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benefit from annual leave, sick leave and payment in the event
of hospi talisation. These vary according to length of service.
Wi th respect to annual leave, the prescribed minimum by the
Malaysian labour law enti tIes workers to a 7 day leave per
calender year upon completion of 12 months continuous
employment. The enti tlement increases to 14 days per year after
five years. Likewise, most collective agreements covering
industrial workers state a 7 day paid leave to those wi th 12
months to 3 or 5 years' service. It raises to 14 days for 3 (or
5) to 10 years' service and 21 days for over 10 years' service.
To be enti tIed to sick and hospi talisation benefi ts,
workers have to have worked for no less than 12 months. They
will be awarded a 14 day-paid-sickness leave for illness not
requi ri ng hospi tal isation. If hospi tal treatment is requi red
they are enti tIed to 60 days per year (Ford, 1979; Malaysia:
Ministry of Labour Malaysia, 198ge).
Wage rates are also based on length of service and
experience. For instance several rubber product companies in
Penang paid a starting salary to their machine operators of
M$195 per month. The salary ranges from M$195 to M$300 for
those wi th 0-5 years of service. It increases to between M$300
- M$407 for 5 - 10 years and M$407 - M$529 for those over 10
years. Other industries such as Textile also pay according to
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the length of service
Division, 1989).
(Malaysia: Research and Planning
From Table 6-2 of Chapter 6, one can see that the
percentage of repondents changing jobs decreases as the length
of service increases. Ou r analysis showed that from the length
of service distribution, the highest percentage (44.1%) of
respondents is found among those wi th 0 - 6 months length of
service record wi th thei r last employer _ This finding agrees
wi th Harris (1964) who speculated that the first few months are
the most unstable period. Our results, however, further showed
that the percentage rose among the respondents wi th more than 2
years length of service. This is partly because they had better
working experience and could find a new job in the prevailing
employment situation. It was reported that most rubber product
industries in Johor Bahru (Senai) had employed only those wi th
two years of experience (Malaysia: Research and Planning
Division, 1989).
7.1.3. Marital Status
If one turns to Table 6-3, one could observe that the
majori ty of voluntary labour turnover was found among single
workers (65.3 %) and those who are married with no children
(26%) _ The picture is reversed for those who are married wi th
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children (8_1%), and the divorced or widowed group (0.9%). This
is also true across different ethnic groups; among the Malays
65.49% are single and 26.76% are married with no children, the
Chinese have 75% single and 17.5% married with no children,
while the Indians have 55% single and 30% married wi th no
children.
This finding is not surprising because it coincides wi th
the earlier part of this survey based on Age and length of
service groups. The results showed that single workers or those
who are married with no children are in line with our earlier
argument that most of the "turnovers" were young. Thus, it is
understood that most young employees are single or have just
married. Moreover, this phenonmenon is also consistent wi th the
explanation on the degree of family reponsibili ties and
mobilities of the worker (Goodman, 1973; Harris, 1964).
Another reason that might explains why most of the
"turnovers" in the present study are among single workers might
be due to the fact that the present labour market consists
largely of this type of worker. This view is based on the
recent survey by a local consul tant who reveals that 65% of the
total of production workers in their survey were single workers
(Malaysia: JSEC, 1989d).
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7.1.4. Sex
with regard to sex, the results of the present study
showed that slightly more than half of the respondents were
female. Similarly, most of the voluntary labou r turnover among
the three races was also female.
Evidence from previous studies in Peninsular Malaysia also
suggests that the labour turnover rate was found to be higher
among female workers than males (Ang, 1981). This resul t is
also not new to the study of voluntary labour turnover
conducted in Western Countries. Among the Western studies which
agree wi th the present finding are those carried out by Arnold
(1957), Bucklow (1963), Harris (1964), and Knapp et al.,(1982).
This resul t can be seen in the context of the majori ty of
the production workers in Peninsular Malaysia being female (See
Table 3-7 of Chapter 3). Moreover, our review shows that most
high labour intensive industries would prefer to employ female
workers (refer to section 3.2.3 of Chapter 3). Since more than
hal f (see Table 3-7) of the production workers are female, it
is inevi table that most of the labour turnover is among this
group of workers.
other factors, however, which might also influence the
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female to exhibi t a higher level of turnover than male workers
is due to the fact that female workers tend to be unstable in
thei r working careers because of more dissatisfaction wi th
heavy, unsuitable working conditions, night shifts, difficulty
wi th children, lack of opportuni ty to raise qualifications and
lack of kidergartens (Harris, 1964). In Peninsular Malaysia, it
often happens that females after marriage contribute to
voluntary labour turnover. This can be attributed to the
widespread belief in Malaysia that resignation is preferable
after marriage because of the di fficul ties wi th children and
more responsibili ty towards the husband and family. This
opinion would not surprise readers who have read Yun and Talib
(1986: 20), in which a respondents say:
After I get married I'll qui t because I do not like to
work in the electronics factories. I am al ready fed up of
working on shifts.
Another says:
It depends on my husband, Says a married worker, if he
wants me to stop I will.
Similar descriptions were found in the study by Daud
(1985: 27):
Al though the sample showed that 90% of the workers were
unmarried, 60% of them felt that they would stop working
after marriage while 40% fel t that this decision would
depend upon their future husbands. Of the 10% married
workers interviewed, four per cent worked because they
needed the extra income to support their children while
six per cent were in the process of resigning in order to
fulfill the 'request' of their husbands.
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In Peninsular Malaysia, some husbands seem not to like
their wives working (Daud, 1985). Tradi tionally, some husbands
expect their wife's full attention in the early stage of
marriage, and only later do they encourage the wife back to
work in order to supplement the family income. Most female
married workers regard their work as secondary to housework.
They work in order to get extra income to support the family.
In contrast, most married male workers are less mobile because
of family responsibili ties.
7.1.5. Level of Education
Other characteristics observed in our findings are that
most of the respondents are generally among those wi th upper
level qualifications (Malaysian Certificate of Education). This
means that those wi th higher qualifications display higher
tendencies to voluntary labour turnover. Similarly, the
findings wi thin different races reveal an equal pattern of
distribution interms of the level of education. Most of the
voluntary labour turnover among the three races is among those
wi th better education.
This finding is not extraordinary for the argument that
those wi th better qualifications and experience could easily
find another job or have better opportuni ty and demand. This
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argument was supported by Daud's (1985) studies of Malaysia
factory girls. Her report was that 50 % of the workers (mostly
those wi th five years of secondary education) had expressed a
desire to get better jobs and regarded their current jobs as
only temporary. These workers regarded thei r present jobs as
stepping-stones to better ones. Similarly, Martin (1979) noted
the main factor that would tend to make the labour turnover
higher for those wi th more high levels of education is that
more highly educated individuals have career expectations that
the organisation cannot fulfil.
7.1.6. Number of Dependents
With respect to the respondents' number of dependents, our
findings showed that the majori ty of the respondents have few
dependents (more precisely, about 63.4 % have less than 3
dependents). Within the different race groups, our data from
the survey also reveals a similar percentage distribution in
thei r numbe r of dependents. The t rends of ou r resu 1 ts on the
number of dependents is consistent wi th the earlier part of our
findings based on age group, mari tal status and sex. The
argument that young workers are more mobile, and have less
family responsibili ties supports the findings on the number of
dependents.
In conclusion, our findings suggest that a substantial
majori ty of "voluntary labour turnover" amongst the blue-collar
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workers in the su rvey is from young people wi th a short length
of service wi th thei r previous employer, who are single,
female, with an upper qualification (Malaysian Certificate of
Education) and less than 5 dependents1. The resul ts also
indicate that the three major race groups in Peninsular
Malaysia share the same characteristics in relation to
voluntary labour turnover.
7.2. Discussion of Factors Influencing Voluntary
Labour Turnover in Peninsular Malaysia, By Race.
Apart from trying to establish the general characteristic
of voluntary labour turnover among the blue-collar workers in
Peninsular Malaysia, it is also the objective of the present
study to ascertain the factors which are statistically
significant in influencing the decision to voluntarily leave
employment and to determine if there are any different factors
affecting this decision amongst the different races. As
discussed in Chapter Four, the factors influencing voluntary
labour turnover will be classified into three following
categories:
(1) Personnal factors
(2) Organisational factors and
(3) External factors
Each category consists of several variables which are used
1. Please refer to page 230-231 on how the concept of
dependent is used in this study.
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to describe these three broad categories. However, as already
stated the discussion of factors influencing voluntary labour
turnover will be confined to those variables which were found
to be statistically significant.
7.2.1. Personnal Factors
The results from the survey clearly show that the job
leaving decision of blue-collar workers in Peninsular Malaysia
was significantly influenced by personal factors. The three
races also showed the same trend. These results are obtained by
using a One-Way Analysis of Variance (ANOVA) and show that
there is no signi f icant difference between the means of the
three races in indicating their acceptance toward personal
factors in influencing their decision to voluntarily change
jobs.
This finding is consistent with Ang (1981) who found that
"Family Problems" accounted for 37.3% of the respondents'
reasons for leaving. In addition to this, she observed that
"Personal problems not related to health" accounted for 31.6%.
According to Ang, this is the most common reason among married
female employees for leaving thei r jobs. Evidence from Ang' s
study however, does not determine the differences between
races. Her study is more sui table to the general pictu re for
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the whole population in Peninsular Malaysia.
7.2.2. Organisational Factor
Among nine organisational variables tested, pay is the
only variable which was found to be a significant influence on
blue-collar workers' decision to voluntarily change employment
(Refer to Table 6-18 and 6-19). The same result was also
observed among the three races. The Chinese respondents,
however, showed a slightly lower percentage of agreement wi th
pay compared to the other two races. One-way ANOVA test clearly
proved that the means of acceptance toward pay among the Malays
and Indians is not significantly different. However, the means
of acceptance among the Indians and Malays is significantly
different from the Chinese. This suggests that even though pay
is significantly accepted by the three races as a factor
influencing their decision to change jobs the acceptances,
nevertheless, are much stronger among the Malays and Indians
(Refer to Table 6-24 and 6-25).
That the pay factor is a strong reason for changing jobs
to the Malays and Indians, is not surprising given the higher
proportion of poverty to be found among these two races than
the Chinese. This group of blue-collar worker represents the
the lower strata and the majori ty of them are from poor
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families. Daud's (1984) study noted that most of the blue-
collar workers parents' income is below M$ 300 per month. They
work in order to maximise income for the family and in this
context it would be natural to change jobs to ones wi th higher
wages.
Comparatively, the Chinese are
or than the Indians. That is to say,
less poor than the Malays
al though there are some
Chinese who are poor, the poverty group among this race is
smaller compared to the other two races (please refer to Table
2-4 or section 2.2.3 of Chapter 2). Whilst Suryadinata's (1985)
study demonstrated that there are many poor Chinese, as a
group, the Chinese own a significant proportion of the means of
production and are better off than any of the other ethnic
groups. The resul ts of the present study show that even though
the Chinese look for jobs wi th better wages, they are also
concerned wi th gaining knowledge for future business
opportuni ties (fu rther detail will be discussed below under the
section Underlying Reasons for Personal Factor).
If we could apply Maslow's basic motivation theory known
as the Hierarcy Needs to this study, we could understand that
the Malays and the Indians are still struggling for the basic
needs of better pay as a resul t of the fact that they are
mostly in the poverty group. In constrast, the Chinese have
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almost fulfilled this need and are going for a higher level of
need ful fillment.
On the basis of ou r discussion in the next part of this
chapter - the underlying reasons of the personal factor, it is
clear that the Chinese are moving to the next level of the
hierarchy of Maslow theory - i.e. security of employment. They
are preparing themselves for their own "Career development" by
looking for knowledge rather than struggling for immediate
higher wages. It is known that most Chinese feel that having
thei r own business is much more secu re than working for other
people. The Chinese believe that their business career will be
carried over by their children when they are dead.
7.2.3. External Factor
Even though the resu 1 t of the frequency of responses
reveals that the percentages of agreement toward the
"availability of alternative employment" is found to be higher
among the Chinese and Indians than the Malays, the resul t of
chi-square one-sample test showed that this variable
signi ficantly influences the three races in terms of voluntary
labour turnover. The computation of One-way ANOVA shows that
the means of acceptance toward this variable is not
signi f icantly different among the three races.
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This finding is not unusual because one could expect that
if there is another job wi th a better offer, one would of
course accept the new job. This statement has been confirmed by
March and Simmon (1958), Price and Mueller (1981) and Miller
and Merwe (1982). March and Simon's argument is that
al ternative employment must be available for turnover to take
place. Whereas Mobley' s et al (1978) conclusion was that the
perception and evaluation of al ternative employment is a
crucial variable in the individual tu rnover process. Moreover,
Prentice (1976:36) noted that "individuals will only change
jobs if there is another job ready to step into".
As discussed in Chapter Three, from the period of late
1986 till today, most industries
facing a shortage of labour.
illustrates that there are lots
in Peninsular Malaysia are
This, therefore, indirectly
of job al ternatives in the
markets. Moreover, wi th a substantial amount of job vacancies
reported to Malaysian Manpower Department for the production
workers reflect a similar si tuation. This creates a si tuation
where most companies have to compete for workers. Several
companies appear to offer competi tive wages and better
employment condi tions so as to attract workers. This si tuation
might be a possible explanation of our finding on the
availabili ty of al ternative employment as an influencing factor
to voluntary labour turnover.
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The above explanation, however, is in contrast with Daud's
(1985: 29-30) study in the 1970s. She argued that labour
turnover in a Japanase company was high because the company
took advantage of the labour surplus in the country:
Perhaps this high turnover of labour does not cause much
concern as the Japanese know that there is an abundant
supply of cheap female labour in the surrounding
districts from which the firms can recrui t workers.
She fu rther argues that;
It is good to have a high turnover (of labour) because we
don't have to pay more and give fringe benefits'.
With the existence of labour shortage in the country, most
employers are not too choosy in getting their workers. As
discussed in chapter three, today most of the companies which
offer less competi tive wages face some di fficul ty in
recrui tment and retaining workers in thei r organisations.
Hence, Daud's argument seems only to apply to the period where
there was labour surplus in the country.
Besides the "availability of alternative employment",
slightly more than half of the Chinese and the Indians agree
wi th "the level of job vacancy" as the external factor which
influences their decision to voluntarily leave their job. This
situation, however, is reversed for the Malay respondents. "The
level of job vacancy", in other words, is more acceptable to
the Chinese and the Indians as a factor which influences their
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decision to voluntarily change jobs compared to the Malays. The
resul ts of the one-way ANOVA test suggests that the means of
acceptance toward the level of job vacancy among the Chinese
and Indians is not significantly different. Moreover, the means
of acceptance toward the level of job vacancy among the Indians
and the Malays is also not significantly different. On the
other hand, the means of acceptance toward the level of job
vacancy of the Chinese is significantly different from the
Malays.
A possible explanation that "The level of job vacancy" is
more acceptable among the Chinese and the Indians but less
acceptable among the Malays can partly be attributed to the
fact that the Malays have a lower level of confidence about
working in the manufacturing industries or the private sector.
Thei r fluency in English language is a major constraint in
getting a job in manufacturing or the private sector.
Historically, the Malays' participation in the manufactu ring
sector has been very low. Since independence, the majori ty of
the Malays relied on the government sector as thei r sou rce of
income. Compared to the Malays, the non-Malays are well-
established in the manufacturing sector. The picture, however,
show changes only after the introduction of The New Economic
Policy with more Malays now working in the manufacturing
sector.
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Gi ven tha t the Malays a re rela ti vely new to the
manufacturing sector, it can be expected that the Malays might
not qui t a job even though there are al ternative jobs in the
labour market because of these constraints. The Malays might
only change their job if there is "availability of alternative
employment" (which means that there al ready another job wai ting
for them). Therefore, the "level of job vacancy" (which means
that there were a lot of jobs in the labour market at that
time) may not be an influential factor to determine the Malays'
decision to change jobs. For the Chinese and the Indians,
getting a job in the private sector is not a major problem
provided that there are a large number of job vacancies.
English fluency which is a requirement in the private sector is
not a constraint for them. Furthermore, these two races have
for a longtime been well established in this sector compared to
the Malays.
As a conclusion to the discussion of factors influencing
voluntary labou r tu rnover in Malaysia among the three different
races, it appears that the personal factor has a significant
influence on the decision of the three races to change
employment. Among the organisational variables, pay is the only
factor which influences all three races. Wi th regard to the
external factor, availabili ty of al ternative employment is
found to influence the three races. The level of job vacancy,
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however, is found to inflence only the decisions of the Chinese
and the Indians.
7.3. Discussion of the Underlying Reasons Associated wi th
Voluntary Labour Turnover in Peninsular Malaysia, By Race.
The final objective of this research 15 to find the
underlying reasons associated wi th the factors which determine
blue-collar workers' decisions to voluntarily qui t thei r jobs
in the manufacturing sector in Peninsular Malaysia. This
resea rch wi 11, then, try to determine whether there are any
differences in these underlying reasons among the three major
race groups. This objective is vi tal to give an insight into
the factors which cause voluntary labour turnover. The
discussion of the underlying reasons will also be classified
into the following three categories:
(1) The underlying reasons of Personnal factors
(2) The underlying reasons of Organisational factors
(3) The underlying reasons of External factors
The discussion of each of the three categories, like the
discussion on the factor influencing voluntary labour turnover,
is also composed of several variables used to describe the
three broad categories. Again, the discussion in this section
will be limi ted to the underlying reasons of those factors
which were found to be statistically significant.
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7.3.1. The Underlying reasons of Personal factor
The present study shows that even though "personal
factors" are a significant influence on blue-collar workers'
decision to change employment, the perceptions of the three
races toward the underlying reasons are different. The resul ts
show a mixture of several underlying variables which influence
the blue-collar worker and which are different among the three
races. For the Chinese, their perception towards "personal
factors" refers to "Career Development"2 as the possible
underlying reason. Whereas "family problems" appear to be the
most important reason for the Indians. In contrast, a mixture
of underlying reasons was found among the Malays. The most
prominent underlying reason of the Malays are "Family problems"
and "Career Development" (Refer to Table 6-34).
The One-way ANOVA test shows that there is a significant
di fference between the means of the three race groups' in terms
of their perception toward accepting "family problems" as the
underlying reason for "personal factor". In addition, the
Duncan test calculations indicate that the means of the Indians
2 The variable "Career Development" is used here to mean
that the respondent is looking for knowledge, experience and
skills so as to prepare for their future career. For instance,
wi th such knowledge they hope to open a similar small business
wi thin the knowledge they gained.
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and Malays are not significantly different toward family
problems. On the contrary, the mean scores of the Indians and
Malays are significantly different to the Chinese ones.
Therefore, "Family problems" are only the underlying reasons
among the Indians and Malays (Refer to Table 6-41 and 6-42).
It is hard to explain the relationship between family
problems and tu rnover among the Indian and Malays. However,
among the possible explanations is a widespread belief that
these two races are more "family oriented" compared to the
Chinese who are more career oriented". The Malays and Indians'
family ties are much closer (Yassin, 1990) compared to the
Chinese who are known in the commercial world and have more
exposure to business since the colonial period which
higher level ofconsequently made them more
sel f-conf idence_
independent wi th
The interviews in this research wi th female Malay and
Indian employees showed that many resign after getting married,
becoming pregnant or developing health problems. Most of their
husbands demand / require their full attention at the early
stages of marriage, but then encourage them back to work to
supplement the family income later in life.
Besides "Family Problems" , our resul ts from the
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statistical analysis also suggest that there is a significant
di fference between the means of the three race groups in thei r
perception toward accepting "Career Development" as a personal
factor influencing voluntary labour turnover. The Duncan test
calculations clearly indicate that the means of acceptance of
career development" of the Indians and Malays are not
signi ficantly different. On the other hand, the means of
acceptance of career development" by the Chinese is
signi ficantly different from the Indians and Malays. "Career
Development" is therefore, only acceptable to the Chinese as
the underlying reason.
The discussions wi th the Personnel Managers and Chinese
respondents during the face-to-face interviews, came as quite a
surprise to the researcher when he learnt that most Chinese
respondents change thei r jobs wi th the intention of getting
more knowledge. They might work in different areas wi th
di fferent fi rms but under the same type of industry. By doing
so, they hope to get different forms of knowledge of one
business. It was somewhat surprising to observe that the
Chinese are preparing themselves for a future career or think
of "Career Development". They work at the early stage to get
knowledge and reserve this knowledge wi th an ambi tion to open a
similar small business wi th the knowledge they gained. This may
not su rprise readers who are familier wi th Freedman (1961). The
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author captures the focal characteristics of the Chinese as
they "knew how to handle money and organise men in relation to
Money". Therefore, it is believed that the Chinese also "know
how to make money".
The underlying reasons for the Malays consist of a mixtu re
of "Family Problems" and "Career Development". This shows that
the Malays are changing and gradually moving from the "family"
world toward "Career" which is partly due to government
policies which place a great emphasis on the participation of
Malays in industrial and commercial occupations (Refer to
Section 2.3.3 of Chapter Two). In order to achieve more of a
balance between the Chinese and the Malays, the dynamic 1 i fe
has to become the central focus for the Malays.
7.3.2. The Underlying reasons of Organisation factor
With regard to the underlying reasons on pay, our results
shown in Table 6.0 reveal that the higher percentage of
agreement among the blue-collar workers is that they are "not
satisfied wi th pay". About 90.8% of the responses consider this
factor as influencing thei r decision to change employment.
Besides this factor, other reasons also show high percentage of
agreement. A sustantial majori ty (78.3%) indicate that they
"received inadequate pay for normal expenses". Moreover, about
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77.0% mention that they "received pay less than what they
deserve". On the other hand, 55.3% agree that the pay received
is "inadequate compared to their qualifications".
From Table 7-0, one could observe that the most important
reason affecting the pay factor wi thin the three races is no
satisfaction wi th pay". For the Chinese, "lower than that of
present job" presented similar percentage of agreement to the
"no satisfaction wi th pay. Of the Malay respondents, "lower
than that of present job" ranks as the second most important
reason in contrast to the Indians whose second most important
reason is that pay is "less than I deserved". The least
important reason for all races but yet statistically
significant is the "inadequate compared to my qualification"
one.
It was not surprising to note that a substantial majori ty
of all races considered that "not being satisfied wi th pay" as
an important reason in influencing their decision to change
employment. Wages in Peninsular Malaysia are among the lowest
in any other Asian country (See Table 3-14). The government's
policy in encou raging foreign investment for its country's
economic development, has forced them to take risks through
encou raging low wage level. This however, has resul ted in a
poor deal for Malaysian labou r through low income.
Consequently, "not being satisfied wi th pay has become an
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influential reason for workers to leave their jobs if there is
a better offer elsewhere, especially for the Malays and
Chinese. It is clear that this was followed by the "inadequate
for normal expenses which further supports the earlier
statement by Dunkley (1982) that most of the Malaysian labou r
force is being exploi ted.
Table 7-0
UNIVARIATE FINDING ON THE UNDERLYING REASONS ASSOCIATED WITH PAY IN
INFLUENCING VOLUNTARY LABOUR TURNOVER: DISTRIBUTION IN PERCENTAGE
AND RANKING i BY RACE.
PAY MALAY CHINESE
%(A) %(D) RANK %(A) %(D) RANK
INDIAN
%(A) %(D) RANK
Lowe r tha n t ha t
of present job 87.0 13.0 2 95.2 4.8 87.1 12.9 3
Less than I
deserved 73.0 27.0 4 76.2 23.8 90.3 9.7 2
I nadequa te
compa red to my
quali fication 54.0 46.0 5 66.7 33.3 5 51.6 48.4 5
Inadequate for
normal expenses 74.0 26.0 3 85.7 14.3 3 87.1 12.9 3
Not satisfied 89.0 11.0 95.2 4.8 93.5 6.5
- ---
Note: %(A) - Percentage of Agreement
%(D) - Percentage of Disagreement
For the Indians, the second most important reason is that
pay is "less than I deserved". A possible explanation of this
phenonmenon is that there might be "discriminatory practices"
toward this race in the work place. This explanation, however,
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is not conclusive because
evidence to support
is needed
the
the resea rche r has no such strong
statement. A more detailed
investigation before any conclusion can be made.
However, as discussed in chapter three, it appears that
discrimination exists between the three different races in the
work place, which might support the above argument.
7.3.3. The Underlying reasons of External factor
Inevi tably since only one reason was examined to discover
the underlying reasons associated wi th "availabili ty of
al ternative employment" and "job vacancy", all the respondents
who stated this factor as an explanation of voluntary labour
turnover confirmed the underlying reason posed to them.
For those who state that "availability of alternative
employment" is an influencing factor to their decision to
change jobs, admi t that they have another job wai ting for them
as their underlying reason to leave their previous job. On the
other hand, those who state "job vacancy", admit that they left
thei r previous job because there were a lot of jobs in the
labour market at that time. This finding reinforces the
discussion on the external factor which has already been been
discussed in section 7.2.3. above.
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As a conclusion, al though the personal factor appears to
influence the decision of the three races to change employment,
the underlying reason of this factor is however different among
the three races. For the Indians, the underlying reason is
"family circumstances". For the Chinese, it is the "career
development". For the Malays, it is a mixture of "family
ci rcums tances" and career development". wi th regard to the
underlying reasons of pay, "disatisfaction wi th pay is the
most common between the three races. As for the "availability
of employment", the common underlying reason among the three
races is that there is "another job awai ting them".
Part 11
A Comparative Views on the Voluntary
Labour Turnover Between the Personnel
Managers and the Departing Employee
The purpose of this part II of chapter seven is to present
the discussion on the Personnel Managers findings. As mentioned
in the methodology chapter, the main aim of designing the
Personnel Managers Questionnaire is to use it as a tool in
assessing the reliabili ty and f rankness of both the Blue-collar
workers and the Personnel Managers answers regarding the factor
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influencing to voluntary labour turnQver. It will be used to
evaluate the similari ties and differences between the Personnel
Managers' views compare to the blue-collar workers response.
The scope of the discussion will be limi ted to the discussion
on the general characteristics, personal, organisational and
external factors influencing voluntary labour turnover.
7.4. A Comparative Views on the General Characteristics of
Voluntary Labour Turnover.
Wi th regard to the general characteristic of voluntary
labour turnover, the comparative analysis between the Personnel
Managers and the blue-collar workers revealed that they differ
on one variable that is level of education. The findings on the
status of the blue-collar workers (refer to the part I of the
findings chapter) shows that a majori ty of those who leave were
among respondents who have better level of education than those
who are less educated. This is true for all the three races.
A majority of the Personnel Managers, however, are of the
opinion that most of those who left their organisations are
among those with lower level of education.
The contradiction could arise from a number of sources:
(1) The respondents may have overstated thei r level of
education. A review of literature on education background of
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the blue-colar workers reveals that the majori ty of the blue-
collar workers are among lower level of education (refer to
page 76), but this study shows that majori ty of the respondents
have the better level of education (upper secondary education).
The respondents also may not reveal thei r true academic
quali fications when applying for the job. They only reveal the
minimum qualifications required for the job. As indicated by
some respondents they were more interested in getting the
necessary experience to move into a better paying job somewhere
else at the later stage (Already discussed in page 98).
(2) It could also be due to the fact that the respondents
may have not reported their educational level achieved while
working. They may be pursuing some courses during their leisure
hours to prepare themselves for a better future.
On the otherhand, the Personnel Managers opi nion might be
based on their knowledge about the workers level of education
only at the entry point. Another argument may be related to the
manager's self ego bias. Effectiveness of a manager can also be
gauged by his or her abili ty to instill loyal ty among the
workers to the company. A high voluntary labour turnover may
reflect manager's inability to instill loyalty, therefore, it
is not impossible to rule out the likelihood of the Personnel
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Managers concealing the true picture about the calibre of the
staff who voluntarily leave their company.
On the contrary. the analysis show a similari ty between
the response of the blue-collar workers wi th that of the
Personnel Managers opinions on sex, marital status, age and
length of service. Based on this observation, the profile of
those who voluntarily leave their job are workers who are
young, single, female, and wi th shorter length of service.
7.5. A Comparative Views on the Personal Factors Influencing
Voluntary Labour Turnover.
Looking at part II of chapter six, more than one factor
has been cited by the Personnel Managers as influencing the
turnover of blue-collar workers. Such factors are preculiar to
each racial groups. For instance, the findings shows that more
than 50% of the Personnel Managers agreed the opinion that
family, heal th, locali ty and career developments as factors
influencing the Malays to turnover. For the Chinese, they
identi fied "to start own business", "career development", and
"locali ty". Like the Malays, factor influencing the Indians as
viewed by the Personnel Managers are attributed to "family",
"Heal th", "Career development", and "locali ty".
These factors are found to be significant when the
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response from the blue-collar workers are analysed. For
instance, career development factor is significantly associated
wi th the Chinese and the family problem is associated wi th the
Indians. Wi th regards to the Malays both family and career
development, though not significant, are important factors
i nf luenci ng tu rnove r.
7.6. A Comparative Views on the Organisational Factors
Influencing Voluntary Labou r Tu rnover.
The blue-collar workers, irrespective of race regard pay
as the only single most important factor behind voluntary
labou r tu rnover. But the Personnel Managers responses shows
that the Malays and Indians are motivated by the same two
factors - pay and job content. Whilst voluntary turnover among
the Chi nese is i nf luenced by pay, promotion and job content.
The contradiction could arise in a number of ways:
wi th regard to job contents which are common to all races,
it is expected that monotonous jobs drive away workers.
The possible explanation of promotion as peculiar to the
Chinese by the Personnel Managers is based on the generally
held belief that the Chinese are more competitive, therefore,
they see promotion as a reward for the efforts and dedication
to their work (already discussed in page 44).
Along the same line, the Chinese see themselves as
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standing a better chance in getting promotion as management is
more favourable towards promoting the Chinese to higher
posi tion compared to the other two races (Daud, 1985) .
Therefore, if the Chinese feel the prospect of promoting is
bleak they move on to another organisation. As describe by Ness
(1967) the Chinese are opportunist (Refer to page 44).
7.7. A Comparative Views on the External Factors Influencing
Voluntary Labour Turnover.
A comparative analysis between the Personnel Managers and
the blue-collar workers reports on external factors show
consistent findings between both parties. Thei r opinions are
similar in two external variables - al ternative employment and
job vacancy as important reasons for voluntary labou r tu rnover.
This resul t is expected for the following reason:
As noted in Chapter Three, the economic recovery after
the 1985-86 recession indicates a turning point in an
improvement of employment opportuni ties in the country. Wi th
the i nf lux of i nves tment, it seems a lot of jobs are available
in the country. A large number of job vacancies and a serious
of labour shortage in the manufacturing sector provide a great
choice of al ternati ve employment. Since this si tuation is
obvious in the Malaysian envi ronment, it is resonable to assume
that both parties have the same idea in evaluating these factor
as influencing variables to tu rnover.
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CHAPTER EIGHT:
RECOMMENDATIONS AND CONCLUSIONS
8.0. Introduction
This chapter begins wi th policy recommendations, followed
by recommendations for future research and ends wi th conluding
remarks in the area of study.
8.1. Policy Measures Hindering Labour Turnover
This section aims to put foward several measures and
suggestions to reduce the problem of labour turnover in the
country. In order to solve this problem effectively, the
measu res should cover three main levels; National,
organisational and individual. In other words, the suggested
measures will involve three parties; The Government and
Malaysian society,
concerned and
consideration and initiative to
sector and the organisations
workers for thei r own
minimise this problem. The
the corporate
the individual
measures are as follows:
8.1.1. National Level.
As a developi ng country, the problem of labou r tu rnover
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should receive a great deal of attention in line with the
Malaysian government strategies of attracting investors for the
country's development. This objective could only be achieved if
Malaysia manages to maintain a disciplined labou r force. A
disciplined labour force should be one of the most valuable
assets to attract investors, especially when competing wi th
other developing countries in South East Asia. The objective of
this section is therefore, to offer various measures to both
the Malaysian government and society in minimising the problem
of labour turnover. It is hoped that this could finally secure
economic growth in Peninsular Malaysia. The measures at the
National level involve:
8.1.1.1. Matching the Demand and Supply of Manpower
The results of the present study illustrate that 72.5% of
the Chinese, 72.5% of the Indian and 66.2% of the Malay
respondents agree that the "availability of alternative
employment" is one of the main reasons influencing their
decision to voluntarily change jobs. Beside "the availabili ty
of alternative employment", 57.5% of the Chinese, 55% Indian,
and 43.7% for the Malay agree wi th the idea that level of job
vacancy is a major factor. In assessing this result, it seems
that following the economic recovery, new jobs opportuni ty in
the competitive labour market have contributed to high turnover
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of workers. The shortage of labour following this economic
recovery has encouraged workers to look for alternative
Companies have toemployment in the country. Consequently,
compete against each other for a
labour. The following measures
limi ted supply of skilled
may help to reduce voluntary
turnover.
Ca). Relocation of An Industrial Area
The actual si tuation of labou r shortage in the country is
pictured as unbalanced. It appears that only industrialised
areas are facing labour shortages. The shortage of labour in
such areas has tightened the labour market. It causes high
rates of labour turnover due to the high need for workers. This
then encourages the practices of "staff poaching" among
industries in highly industrialised areas. For such a labour
market situation, it seems that the suggestion from the Johore
State Government (Malaysia: News Strai t Time, Oct .13th. 1988f)
to work out "investment action plans" by relocating part of the
production facili ties from highly industrialised areas to less
industrialied areas where more labour is available seems qui te
useful in overcoming the problem of tu rnover. Even though in
the short run the available labour might not be skilled enough
for the work, but, the companies can still provide an
apperenticeship program or wi th the Government ini tiative to
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set up more training centres in such areas it will be a good
strategy in the long run. The strategy, therefore, should
provide an adequate supply of workers to meet the demand for
establishments and consequently, could reduce staff poaching
and labour turnover.
(b). Reduced Outflow of Malaysian Skilled Workers and
Increased inflow of Foreign Skilled Workers
The review shows that the outflow of skilled Malaysian
workers to neighbouring countries has been high. It is reported
that 17,000 Malaysian skilled workers are working in Taiwan,
1,865 in Japan and a substantial amount are reported working in
Singapore, Australia, New Zeland and Middle East Countries.
This outflow is related to low wages offered in Malaysia
compared to these other countries. Efforts, therefore, should
be made to reduce this unfavourable outflow of skilled workers
to neighbou ring countries. It seems that this could only be
achieved if Malaysian firms are willing to pay wages that are
attractive and economical (Hoo et al., 1991).
Besides, reducing this outflow, Malaysia could also
encourage and permit the inflow of foreign skilled workers such
as from Indonesia, Thailand, Bangaladesh, and Philippines to
work in the manufacturing sector. It is known that such
neighbouring countries are facing labour surplus, Several
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thousands foreign
country (Hoo et
labou r shortage
government could
skilled workers.
workers are
al. , 1991) .
reported al ready working in the
Therefore. to the extent that
is a leading factor in labour turnover, the
allow Malaysian fi rms to employ foreign
(c). Restructuring Educational System
wi th the implementation of the industrialisation policy.
it shows that there is a high demand of skill workers in the
country. The high demand is expected to continue in the future.
Realising that Malaysia is still facing a shortage of skilled
workers and that industrialisation and the development of the
country is a priori ty, the long- run solution for labou r
problems should be through the restructuring of the national
educational system. The Ministry of Education should respond
speedily to the changes in line with the needs. The new
educational system should be designed specifically towards
producing trained Malaysians in science and technology.
Efforts, therefore, should be made to educate her people wi th a
broad outlook to subjects related to technical or industrial
skills. wi th such a preparation in technological fields. her
young people can be easily trained when entering the labour
market after leaving school.
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(d). Expansion of Training Centres
In line wi th the high demand for semi-skilled and skilled
manpower and considering the implications of labour shortage to
the country's development, the Government has to take steps to
ensure that the supply of manpower could meet the demand.
Therefore, certain measures to improve the supply such as
expansion of existing training centres should be made to
increase the supply of skilled manpower.
(e). Concentration of Labour Intensive Industries.
To understand the problem of labour shortage in the
country it must be remembered that Malaysia is a newly
industrialising nation and that manpower strategy should change
wi th the process of industrialisation. Malaysia's strategy,
therefore, should not be to stress labour intensive industries
or low wages. She should, however, swi tch her policy to capital
intensive, fair wages, high-technology and better utilisation
of manpower. In line with this policy, consideration for future
investment and approval new project in the country should be
made to industries applying high degree of capi tal intensive
wi th high- technology.
Page 345
Chapter Eight Recommendations And Conclusions
8.1.1.2. Standard Minimum Wages
In Peninsular Malaysia, there is no statutory minimum wage
rate for manufacturing workers. Without such standard minimum
wage rate, it appears that wages paid to industrial workers
will vary from industry to industry. A situation with labour
surplus has led to low wages offered by some factories.
However, areas with a shortage of labour have put pressure on
the employers to
shows that in some
reward workers wi th better wages. Evidence
cases wi th a high demand for manpower,
industries which offer low wages find difficulties in getting
workers (Malaysian: The Star, Feb.6 1991b; Malaysia: The Star,
April 29th 1988a; Hoo et.al., 1991a and Anshar, 1991).
It is, therefore, appropriate for the government to
oversee this problem and if possible to set a new policy wi th
regard to standard minimum wage rates for blue-collar workers.
Important to note that the implementation of standard minimum
wage has certain advantages and disadvantages. For instance,
the advantage of a standard minimum wage might help to avoid a
poor deal for Malaysian labour through low wages. All companies
have to follow the starting wage which is set by the
Government. As such, fair minimum wages can increase a worker's
degree of satisfaction on the job and consequently can made the
labour turnover process difficult. It is believed that there
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might also be cases where companies will provide low wages for
those who are desperate of getting a job in the labour surplus
area. This, however, should be restricted by the Government. On
the otherhand, a standard minimum wage has its own
disadvantage. For example, the high paid industries wi 11 reduce
the wages to the starting rate. In the competitive labour
market, wages are determined by the supply and demand of
labou r. Therefore, the implementation of a
not be practical because companies which
minimum wage might
compete for workers
might not follow the standard minimum wage by offering high
wages to get workers.
Even though there are advantages and disadvatages of a
standard minimum wage and it is not demanded by the workers in
the country, the researcher feels that it is timely for the
government to reconsider this issue as a way of reducing
"labour poaching" among industries. In this case, it appears
that there is a crucial need for the Manpower Department to
conduct a feasibili ty study to devise a standard minimum wage
rate particularly for the blue-collar workers.
8.1.2. 0 rganisa tional Level.
Beside the government, the organisations concerned can
also play an important part to reduce the problem of labour
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turnover in the country. The strategies include:
8.1.2.1. Mutual Cooperation Among Personnel Managers
In some parts of the industrial areas in Peninsular
Malaysia, the Personnel Managers' Association has taken a step
ahead as to reduce the "poaching of workers" among their
organisations. This step includes mutual agreements which do
not encourage the poaching of staff from surrounding
industries. This mutual agreement has led to a harmonious
working environment which slowed down labour turnover.
Areas where such cooperation does not exist may be due to
the fact that the companies are competing among themselves
operating different products, are too secretive with their own
operations or they lack knowledge of others interested in such
cooperation. Since in some areas this cooperation has been
successful in reducing labour turnover problems it is
recommended that this should apply to other industrial areas in
the cou nt ry .
8.1.2.2. In-House Training
It has been highlighted that "staff poaching" has caused
high turnover in manufacturing industries. It is believed that
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poaching of workers is related to shortage of workers and fast
growing companies need urgently experienced workers for their
operation. This problem however, could be overcome through
strategic planning including training. The company can moni tor
in-house training according to thei r expansion plans and the
need for particular skilled manpower. By training, workers will
have better future. If the workers have the perception that
they have bright future they will not think of quitting their
jobs or to look for better jobs. As described in Daud (1985),
about half of her respondents admi tted that thei r intention of
leaving the organisations is because their future in the
organisation is
companies should
can be retained.
not positive. It is recommended that the
have training programmes so that the workers
8. 1 . 2 . 3 . Wo rk Cu 1 tu re
In this study it is found that the workers in Malaysia
leave their jobs mainly for better pay. For this aim, they keep
on working if there are opportuni ties. This atti tude will not
make workers realise thei r prospect in the organisation such as
internal promotions and job enrichment if they remain.
respect, the work culture has to be changed.
In this
In South Korea, for instance, the work cui tu re is
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di fferent in the sense that salary is considered not an
important factor for the workers to change thei r job. No
organisation will employ any worker who has moved more than
three times who is considered as a "Rolling Stone" with no
loyal ty. As such, the workers will remain in the organisation
seeking better future (Malaysia: The Star, Feb.8 1991c).
It is recommended that Malaysian management philosophy
should imitate such culture of retaining workers. To fulfill
this the workers should be made known of thei r futu re and
career prospects in the companies they work for.
8.1.3. Individual Workers Levels
Finally, it is felt that the individual workers can also
provide some effort to reduce the problem of tu rnover. For
instance, they can up-grade their education or experiences
through attending off work courses. Since paper
quali fications" are considered one of the cri teria for
promotion in Peninsular Malaysia, moving jobs for more money is
regard as short term advantage. In the long run, the workers
who equip themselves wi th extra education have a better chance
for higher posi tion in their organisations.
In conclusion, the above suggestion should be made aware
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to the Government and Business Communi ty for thei r own approach
to improve the problem of labour turnover in Peninsular
Malaysia.
8.2. Recommendations For Future Research.
Because of several limi tations faced by the researcher
while undertaking this study, the resul ts are therefore
appropriate to the area of research. However, if a complete
sampling frame of voluntary labour turnover exists in this
country, future research should be carried out replicating the
research questions in this study. Wi th respect to extend its
validity, it is recommended a replication of this research
using random sampling should be carried out. Such replication
could broaden the basis for generalisation to the whole
population on voluntary labour turnover amongst the three races
in Peninsular Malaysia.
As mentioned in the methodology of this thesis, this
research is restricted to the study of voluntary labour
turnover among the blue-collar workers (group seven to nine).
It is therefore recommended that further research should also
be carried out not only confining to this group of workers but
also to all type of occupations. More interesting research
could also be done on the factors influencing voluntary labour
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tu rnover among the managers of the different ethnics group in
Peninsular Malaysia.
Additionally. further research should also try to:
(i) Differentiate the factors influencing the turnover
among various ethnic groups in different industries and areas.
and should cover the rural or urban industrial area;
(i i) Study the consequences of voluntary labou r tu rnover to
the affected industries in Peninsular Malaysia; and
(iii) Develop a model of turnover decision process for the
three major races in Peninsular Malaysia.
It is recommended that if given more time, money and
information, a variety of research province studied as
suggested above should be made. Wi th
they should give a better picture
turnover issue in Peninsular Malaysia.
this variety of studies,
on the voluntary labour
8.3. Concluding Remarks.
The present study of voluntary labour turnover stresses a
number of main findings which need to look into for further
confirmation.
8.3.1. The resul ts of the present study highlight that a
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substantial majori ty of the voluntary labour turnover amongst
blue-collar workers consists of young workers wi th shorter
length of service, who are single, female, with secondary upper
educational level and wi th less than five dependents. The
resul ts on these demographic characteristics show similiari ties
among the Malays, the Chinese and the Indians.
8.3.2. The finding demonstrates that "personal factors" appear
to have a significant influence on the decision of the three
races in Peninsular Malaysia to change employments. The
findings of the underlying reasons of this factor is however
di fferent among the three races. To the Chinese, the underlying
reason is "Career Development". For the Indians, it is the
"Family Reasons". Whilst for the Malays, it is a mixture of the
"Fami ly Reasons" and "Ca reer Development".
8.3.3. With regard to the organisational factors, the present
findings illustrate that pay is the only element which
influences all the three races. The analysis of the underlying
reasons of pay show that "dissatisfaction wi th pay" is the most
common between the three races.
8.3.4. For the external factors, the resul ts reveal that
"availabili ty of al ternative employment" is statistically
significant in influencing the three races. "The level of job
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vacancy", however, is found to influence only the decisions of
the Chinese and the Indians. As for the "availability of
employment", the common underlying reason among the three races
is that there is "another job awaiting them".
8.3.5. The results of the present study is consistent with the
findings on voluntary labour turnover from other Third World
countries such as Iraq, Hong Kong and Singapore, particularly
which emphasise the manufacturing as the sector for the
countrys' growth.
8.3.6. The results of this study have provided a better
understanding of the pattern of voluntary labour turnover among
different ethnic groups in a multiracial society such as
Peninsular Malaysia. It helps to provide a better understanding
in term of characteristics and factors influencing voluntary
labour turnover. A close examination on general characteristics
and factors which influence voluntary labour turnover among the
various race groups can contribute some insight to personnel
management in monitoring manpower strategies. For instance, the
voluntary labour turnover profiles can be utilised as a primary
ingredient for recruiting, motivating, and compensating plans.
By probing fu rther into the di fferences among various ethnic
groups should give a better picture to industries in helping
them maintaining a balance of racial employment. For instance,
Page 354
Chapter Eight Recommendations And Conclusions
compensation objective of the industries involved has to be
more nonprofi t or humani tarian. They should seek a sui table pay
rate which is acceptable and manageable to attract all races
joining their organisations. It is noted that the pay rate
offered at the moment are too low compared to other Asian
countries. In some cases the pay rate among the ethnic groups
is not standardised. Amongst the ethnic groups, it is reported
that the Malays and the Indians receive lower pay compared to
the Chinese. Steps must be taken to eliminate any form of
discrimination among the three races as to improve the
dispari ty and the prejudices among the three groups. This will
not only act as an investment to the workforce, but also as a
tool to national unity. Finally, it helps the firms concerned
to find sui table employees and also maintaining an adequate
manpower supply. Consequently it can minimise training and
recrui ting costs.
8.3.7. The results of the study also imply that "racial
background" and "cui ture" of the three major ethnic groups are
important elements in understanding factors influencing
voluntary labou r tu rnover. It is Important to note that the
three major races have different backgrounds such as different
cultures, belief and values. Thus, this understanding may
furnish the government wi th useful information on how to
promote her policy in employing all ethnic groups in the
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manufacturing sector as to eliminate the economic and racial
dispari ties. Ignorance of the existence of such variables among
the races can make the policy meaningless. As a resul t of that
the imbalance employment among the races cannot be eliminated.
8.3.8. The result of the study also verifies that the economic
recovery wi th new job opprtuni ties in the Malaysian competi tive
labour market has contributed to labour turnover.
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EXHIBIT 5-1: LIST OF CLASSIFICATION OF BLUE-COLLAR WORKERS* IN THE SAMPLE
-----------------------------------------------------------------------------
Industry Code Group No.
Wood
Rubber
Textile
7-3
7-31
7-32
7-33
7-34
8-1
8-11
8-12
8-19
9-54
7-4
7-46
7-49
9-0
9-01
9-02
7-5
7-51
7-52
7-53
7-54
7-55
7-56
7-59
7-9
7-91
7-93
7-94
7-95
7-96
7-99
8-4
8-41
Job Ti tIe
Wood Preparation Workers and Paper Makers**
Wood T rea te rs
Sawye rs, plywood Make rs and Re 1 a ted
Paper Pulp Preparer
Paper Makers
Cabinetiakers and Related Woodmakers
Cabinetmaker
Woodworking Machine Operaters
Cabinetmakers and Related Woodworkers Not Elsewhere classified
Carpenters, Joiners and Parquetry Workers
Chemical Processors and Related Workers ***
Rubbe r P rocessi ng Wo rke rs
Chemical Processors and Related Workers Not Elsewhere Classified
Rubber and Plastics Product Makers
Rubber Product Makers (except Tyre Makers and Tyre Vulcanisers)
Tyre Makers and Vulcanisers
Spinners, Weavers, Knitters, Dryers and Related Workers
Fibre Preparers
Spinners and Winders
Weaving and Knitting-Machine Setters and Pattern Card Preparers
Weavers and Related Workers
Knitters
Bleachers, Dryers and Textile Product Finishers
Spinners, Weavers, Knitters, Dryers and Related Workers
not elsewhere classi fied
Tailors, dressmakers, Sewers, Upholsterers and related Workers
Tailors and Dressmakers
Milliners and Hatmakers
Patternmakers and Cutters
Sewers and Embroiderers
Upholsterers and related Workers
Tailors, Dressmakers, Sewers, Upholsterers and Related Workers
Not Elsewhere Classified
Machinery Fi t ters, Assemblers, Repai rers and Precision-
Instrument Makers (Except Electrical)
Machinery Fitters, Assemblers and Repairers
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Industry Code Group No.
Food 7-7
7-71
7-72
7-73
7-74
7-75
7-76
7-77
7-78
7-79
Electrical 8-5
8- 51
8-52
8-53
8-54
8-55
8-56
8-57
8-59
Job Ti tIe
Food and Beverage Processors
Grain Millers and Related Workers
Suga r P rocesso rs and Ref i ne rs
Butchers and Meat Preparers
Food P rese rve rs
Dai ry Products Processors
Bakers, Pastry Cooks and Confectionery Makers
Tea, Coffee and Cocoa Preparers
Brewers, Wine and Beverage Makers
Food and Beverage Procesors Not Elsewhere Classified
Electrical Fitters and Related Electrical and Electronics
Workers
Electrical Fi t ters
Electronics Fitters
Electrical and Electronic Equipment Assemblers
Radio and television Repai rmen
Electrical Wiremen
Telephone and Telegrapgh
Electric Linemen and Cable Jointers
Electrical Fi tters and Related Electrical and Electronics
Workers Not Else Where Classified
* Eventhough the classification of blue-collar workers are provided as above, some
factories used different terms for the above group of workers. But, they are still
doing the same type of job as been defined in the Dictionary of Occupational
Classification (1980). Care, however, has been taken with the assistance of the
personnel manager of the firm concerned as to grantee that the respondents are still
belong to the blue-collar workers group 7 to 9.
** For the purpose of this study, blue-collar workers for this categories
will only confined to Wood Industry. Excluding are workers in paper industry.
*** For the purpose of this study, blue-collar workers for this categories
will only confined to Rubber Industry. Excluding are workers in Chemical industry.
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January 1990
RESEARCH ON LABOR TURNOVER IN PENINSULAR HALAYSIA
Dear Sir,
A survey is currently being undertaken on Blue-Collar worker
turnover in Peninsular Halaysia. This survey covers five types of
manufacturing industries in three major cities.
Beside fulfilling the requirements for a Ph.d of The
University of Stirling, Scotland, this research will hopefully be
a great use to me in my career as a lecturer with University Sains
Halaysia. The results of this survey will be most useful for both
the private as well as public sectors, especially for the future
policy making of these establishments.
Even though I have made provision, for names and addresses of
respondents to be recorded, please be assured that all information
provided will be treated in the strictest confidence.
Your cooeration and assistance is highly appreciated.
Thank You
Yours Sincerely,
ABDUL RAZAK HJ OHAR,
DEPARTHENT OF BUSINESS AND HANAGEHENT,
UNIVERSITY OF STIRLING,
STIRLING, FK9 4LA,
SCOTLAND, UNITED KINGDOl.
THE QUESTIONNAIRE BEGINS ON THE FOLLOWING PAGE
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APPENDIX 2 Vl( II : 11-
BLUE-COLLAR WORKERS' QUESTIONNAIRE
Dear SirlHadam~
PLEASE TICK (11 ONE ANSWER (THE CLOSEST) ONLY FOR EACH QUESTION.
THERE ARE NO RIGHT OR WRONG ANSWERS. THIS IS ONLY A SURVEY.
PLEASE ANSWER ALL QUESTIONS.
YOUR RESPONSE TO SOHE QUESTIONS HAY DICTATE THAT YOU SKIP THE FOLLOWING QUESTIOi
WHERE THIS OCCURS~ THIS WILL BE INDICATED.
BLANK SPACE ON COLA (10,
DO NOT
WRITE HERE
SECTION A : GENERAL FACTORS
1. Location of your previous occupation? V02( 10:
Kuala Lumpur
Johor Bahru
Pulau Pinang
Others
( 11
( 12
( 13
( 14
(If your answer is "others" ~ please terminate this questionnaire)
2. Location of your present occupation? V03( lOt
Kuala Lumpur
Johor Bahru
Pulau Pinang
Others
( 11
( 12
( 13
( 14
3. Type of Previous industry you were working with?
Wcx and Wcx Products ( 1 1
Textiles Products ( 1 2
Electrical dan Eletronic Products ( 1 3
Fcx Products ( 1 4
Rubber Products ( 1 5
Others ( 1 6
VO-4( 10
(If your answer is "others" ~ please terminate this questionnaire)
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4. Type of Present industry you were working with? V05f lOB
Woo and Woo Products f 11
Textiles Products f 12
Electrical and Electronic Products f )3
Foo Products f 14
Rubber Products f )5
others f )6
5. Total number of worker in your previous work unit? V06f 109-
SECTION B : DEHORAPHICS AND PERSONAL FACTORS
6. Age on your last birthday? VOn )13
15 to 19 years old f )1
20 to 24 years old f )2
25 to 29 years old f )3
30 to 34 years old f )4
35 to 39 years old f )5
40 to 44 years old f )6
45 to 49 years old f )7
50 or more yrs.old f )8
7. Age at start of employment? VOBf )14
15 to 19 years old f )1
20 to 24 years old f )2
25 to 29 years old f )3
30 to 34 years old f )4
35 to 39 yea rs old f )5
40 or more yrs.old f )6
8. Age at time of first volunta rily resignation? V09f )15
15 to 19 years old f )1
20 to 24 years old f )2
25 to 29 years old f )3
30 to 34 years old f )4
35 to 39 years old f )5
40 or more yrs. old f )6
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9. Age at time of last volunta rily resignation? VI Of )16
15 to 19 years old f )1
20 to 24 years old f )2
25 to 29 years old f )3
30 to 34 years old f )4
35 to 39 yea rs old f )5
40 or more yrs.old f )6
10. Number (s) of voluntarily resignations since
initial employment? Vllf )17
One f )1 Two f )2
Three f )3 Four f )4
Five f )5 six f )6
Seven f )6 Eight or Hore f )7
11. Details of dates of resignations since
initial employment in industry. (in chronological order)
DatelHonthlYear
12. Length of service with last employer? V12f )18
o to 6 month f )1
7 to 12 month f )2
13 to 18 month f )3
19 to 24 month f )4
25 to 30 month f )5
31 to 36 month f )6
37 or more f )7
13. Number (s) of job helds since initial employment? V13f )19
One f )1 Two f )2
Three f )3 Four f )4
Five f )5 Six f )6
Seven f )7 Eight or Hore f )8
14. Harital Status? V14f )20
Single f 11
Harried no children f )2
Harried with children f )3
Di vorced I Widowed f 14
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15. Sex? V15( 121
Hale ( )1
Female ( )2
16. Race? V16( 122
Ha lay ( )1
Chinese ( )2
Indian f )3
others f )4
17. Total Number in your family? VLL( 123
One f )1 Two ( )2
Three f )3 Four ( )4
Five ( )5 six ( )6
Seven ( )7 Eight or Hore f )8
18. Number of dependents in your family? V18( 124
One f )1 Two ( )2
Three ( )3 Four ( )4
Five f )5 six ( )6
Seven f )7 Eight or Hore f )8
19. Level of education achieved? V19( 125
No education at all ( )1
Completed Standa nd six ( )2
Lower Certificate of Education ( )3
Halaysian Certificate of Educationf )4
Technical School Certificate ( )5
other qualification: f )6(Please specify)
20. Years of Education? V20( 126
0 to 6 years ( )1
7 to 13 years ( )2
14 to 20 years ( )3
21 or more ( )4
Page 363
Appendix Two Qustionnai re
21. Did you leave your previous employer because of personal factors?
Example of personal factors are as below:
a. Family problemsb. Heal th problems YES
c. To start own business NO
d. Join other services
e. Going for further studies
f. Transportation problems
g. Housing problems
h. Career Development problems
i. Desi re to work at place of residence
V21f 127
f 11
f )2
(If your answer is 'YES', please answer question 22.
If 'NO' go straight to question 23).
22. If you have chosen "1" as your answer in Q21, to what
extent have the following statements relating to
personal reasons influenced your decision to voluntarily
leave your previous job? (Check one for each factor).
STRONGLY STRONGLY
STATEHENT AGREE AGREE UNDECIDED DISAGREE DISAGREE
I left my previous job because of:
a. Family problems f )5 f )4 f 13 f )2 f )1 V22f 128
b.Health problems f 15 f )4 f 13 f )2 f 11 V23f 129
c. Sta rting own business f )5 f 14 f )3 f )2 f )1 V24f )30
BLANK SPACE ON COL31 f 131
d.Joining other services f )5 f 14 f )3 f )2 f )1 V25f )32
V25f )32
e.Going for further
studies f )5 f )4 f 13 f )2 f 11 V26f 133
f. Transportation problems f )5 f )4 f )3 f )2 f )1 V27f 134
g.Housing problems f )5 f )4 f )3 f )2 f 11 V28f 135
h.Career Development
problems f 15 f )4 f 13 f 12 f 11 V29f 136
i.Desire to work at place
of residence f 15 f )4 f 13 f 12 f )1 V30f 137
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SECTION C: ORGANISATIONAL FACTORS
23. In your view, (based on your previous job experience),
to what extent do you agree or disagree with the
following factors as having influenced your decision
to leave voluntarily.
STRONGLY STRONGL Y
AGREE AGREE UNDECIDED DISAGREE DISAGREE
a.Pay
b. Promotion
c. Supervisory Practices
d.Peer Group Interaction
e.Work unit Size
f.Job Content
g.Job Security
h. Working Condi tions
i. Working Hours
f 15
f 15
f 15
f 15
f 15
f 15
f 15
f 15
f 15
f 14
f 14
f 14
f 14
f 14
f 14
f 14
f 14
f 14
f 13
f 13
f 13
f 13
f 13
f 13
f 13
f 13
f 13
f 12
f 12
f 12
f 12
f )2
f )2
f 12
f 12
f 12
f 11
f 11
f 11
f 11
f )1
f 11
f 11
f )1
f 11
The following questions indicate your reasons for voluntarily
resignation by placing a tick f/l in the space provided for
each question.
24. If you have chosen "1" or "2" as your answer in Q23(a),
to what extent do you agree or disagree with each of the
following statements about your feeling towards pay as
having influenced your decision to voluntarily leave
your previous job? (otherwise proceed to question 25).
STATEHENT
STRONGLY STRONGLY
AGREE AGREE UNDECIDED DISAGREE DISGREE
I left my previous job because the pay that I recei ved was:
a. Lower than that of
present job f 15
b. Less than I deserved f 15
c. I nadequa te compa red
to my qualifications f 15
d. Inadequate for normalexpenses f 15
e.Not satisfied f 15
f 14
f 14
f )4
f 14
f 14
f 13
f 13
f 13
f 13
f 13
f 12
f 12
f 11
f )1
f 12 f 11
f 12
f 12
f 11
f )1
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25. If you have chosen "1" or "2" as your answer in Q23(b),
to what extent do you agree or disagree with each of the
following statements about your feeling towards
promotion as having influenced your decision to
voluntarily leave your previous job?
(otherwise proceed to question 26).
STATEHENT
STRONGLY STRONGLY
AGREE AGREE UNDECIDED DISAGREE DISGREE
a. It was a dead-end job f 15 f 14 f 13 f 12 f 11 V45f 152b. Previous employer
practiced an unfair
promotion policy f 15 f 14 f 13 f 12 f 11 V46f 153
c. There were few opportunities
for promotion f 15 f 14 f 13 f 12 f 11 V47f 154d. I had been offered a better position
by my present employer f 15 f 14 f 13 f 12 f 11 V48f 155
BLANK SPACE ON COL.56 f 156
e. I was not satisfied wi th the
promotion system f 15 f 14 f 13 f 12 f 11 V49f 157
26. If you have chosen "1" or "2" as your answer in Q23(c),
to what extent do you agree or disagree with each of the
following statements about your feeling towards
supervisory practices as having influenced your decision
to voluntarily leave your previous job?
(otherwise proceed to question 27).
STATEHENT
STRONGLY STRONGLY
AGREE AGREE UNDECIDED DISAGREE DISGREE
a. Hy previous supervisor
was too concerned with
production f 15 f 14 f 13
b. Hy previous supervisor
was not concerned with
his employees f 15 f 14 f 13
c. Hy previous supervisor
practiced an authoritarian
style f 15 f 14 f 13
d. I was dissatisfied
with my previous
supervisor f 15 f 14 f 13
e. I received inequitable
treatement from
previous supervisor f 15 f 14 f 13
f 12 f 11 V50f 158
f 12 f 11 V51f 159
f 12 f 11 V52f 160
f 12 f 11 V53f 161
f 12 f 11 V54f 162
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27. I"f you have chosen "1" or "2" as your answer in Q23(d).
to what extent do you agree or disagree with each o"f the
"following statements about your "feeling towands peer group
interaction as having in"fluenced your decision to
voluntarily leave your previous job?
(otherwise proceed to question 28).
STA TEI1ENT
STRONGL Y STRONGL Y
AGREE AGREE UNDECIDED DISAGREE DISGREE
I le"ft my previous job because:
a. There was a lack o"f
team spirit among
the peer group f 15 f 14 f 13 f 12 f 11 V55f 163b. I was not satis"fied with
my "fellow workers f 15 f 14 f 13 f 12 f 11 V56f 164c. There was no opportuni ty
to talk among the previous
peer group f 15 f 14 f 13 f 12 f 11 V57f 165d. It was easy to make
enemies among previous
peer group f 15 f 14 f 13 f 12 f 11 V58f 166e. I did not ha ve
close "friends f 15 f 14 f 13 f 12 f 11 V59f 167
"f. There llS inequity interaction
among peer group f 15 f 14 f 13 f 12 f 11 V60f 168
28. I"f you have chosen "1" or "2" as your answer in Q23(e).
to what extent do you agree or disagree with each o"f the
"following statements about your "feeling towands work
units size as having inTluenced your decision to
voluntarily leave your previous job?
(otherwise proceed to question 29).
STATEI1ENT
STRONGLY STRONGLY
AGREE AGREE UNDECIDED DISAGREE DISGREE
I le"ft my previous job because:
a. It work unit is tooc rOfded f 15 f 14 f 13 f 12 f 11 V61f 169
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29. If you have chosen "I" or "2" as your answer in Q23(f),
to what extent do you agree or disagree with each of the
following statements about your feeling towands job
content as having influenced your decision to
voluntarily leave your previous job?
(otherwise pnxeed to question 30).
STATEI1ENT
STRONGLY STRONGL Y
AGREE AGREE UNDECIDED DISAGREE DISGREE
I left my previous job because:
a. It was a routinejob f 15 f 14 f 13 f 12 f 11 V62f 170
b. I was gi ven less
responsibili ty f 15 f 14 f 13 f 12 f 11 V63f 171
c. I received less
autonomy f 15 f J4 f 13 f 12 f 11 V64f 172
d. It was tOC demanding f 15 f 14 f 13 f 12 f 11 V65f 173
30. If you have chosen "1" or "2" as your answer in Q23(g),
to what extent do you agree or disagree with each of the
following statements about your feeling towands job
security as having influenced your decision to
voluntarily leave your previous job?
(otherwise proceed to question 31).
STRONGLY STRONGLY
STATEI1ENT AGREE AGREE UNDECIDED DISAGREE DISGREE
I left my previous job because:
a. It was not secure f 15 f 14 f 13 f 12 f 11 V66f 174
b. Only a temporaryjob f 15 f 14 f 13 f 12 f 11 V67f 175
c. I was not satisfied
with job security f )5 f 14 f 13 f 12 f 11 V68f 176
d. I was avoiding
being dismissed f 15 f 14 f 13 f 12 f 11 V69f 177
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31. If you have chosen "I" or "2" as your answer in Q23(h),
to what extent do you agree or disagree with each of the
following statements about your feeling towands working
conditions as having influenced your decision to
voluntarily leave your previous job?
(Otherwise proceed to question 32).
STRONGLY STRONGLY
STATEHENT AGREE AGREE UNDECIDED DISAGREE DISGREE
I left my previous job because:
a. The working conditions
were not secure f 15 f 14. f 13 f 12 f 11
b. The working conditions
were unhealthy f 15 f 14. f 13 f 12 f 11
c. I was not satisfied
with the workingconditions f 15 f 14. f 13 f 12 f 11
32. If you have chosen "I" or "2" as your answer in Q23(i),
to what extent do you agree or disagree with each of the
following statements about your feeling towand working
hours as having influenced your decision to
voluntarily leave your previous job?
(Otherwise proceed to question 33).STRONGL Y STRONGLY
STATEHENT AGREE AGREE UNDECIDED DISAGREE DISGREE
I left my previous job because:
V10f 118
V71f 119
V12f 105
a. I was not satisfied with
the working hours f 15 f 14. f 13 f 12 f 11 V13f 106
b. The working hours .
we re too long f 15 f 14. f 13 f 12 f 11 Vl-4f 101
SECTION D: EXTERNAL FACTOR
33. In your view, (based on your previous job experience),
to what extent do you agree or disagree with the
following external factors as having influenced your
decision to voluntarily leave your previous job.STRONGLY STRONGLY
AGREE AGREE UNDECIDED DISAGREE DISGREESTATEHENT
a. The availability of
alternative
employment
b. The level of
job vacancy
c. The level of
unemployment
f 15
f 15
f 15
f 14.
f 14.
f 14.
f 13
f 13
f 13
f 12
f 12
f 12
f 11
f 11
f 11
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34. If you have chosen "1" or "2" as your answer in Q33(a).
to what extent do you agree or disagree with each of the
following statements about your feelings toward the
availability of alternative employment as having
influenced your decision to voluntarily leave your
previous job? (otherwise proceed to question 35).
STATEHENT
STRONGL Y STRONGL Y
AGREE AGREE UNDECIDED DISAGREE DISGREE
a. I left my previous job
because there was
another job f 15 f 14 f 13 f 12 f 11 V78f 111
35. If you have chosen "1" or "2" as your answer in Q33(b).
to what extent do you agree or disagree with each of the
following statements about your feeling tOlards the
level of job vacancy as having influenced your decision
to voluntarily leave your previous job?
(otherwise proceed to question 36).
STATEHENT
STROHGL Y STRONGL Y
AGREE AGREE UNDECIDED DISAGREE DISGREE
a. I left my previous job
because there was a lot
of job vacancies in the
labour market atthat time f 15 f 14 f 13 f 12 f 11 V79f 112
36. If you have chosen "1" or "2" as your answer in Q33(c).
to what extent do you agree or disagree with each of the
following statements about your feeling towards the
level of unemployment as having influenced your decision
to voluntarily leave your previous job?
STRONGL Y STRONGL Y
STATEHENT AGREE AGREE UNDECIDED DISAGREE DISGREE
a. I left my previous job
because the level of
unemployment wasvery low f 15 f 14 f 13 f 12 f 11 V80f 113
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January 1990
KIlIAN PERUBAHAN PERKERJAAN 01 SEHENANJUHG HALAYSIA
TUAN/PUAN,
Satu kajian perubahan perkerjaan keatas pekerja-pekerja
kolar-biru sedang dijalankan di Semenanjung Halaysia pada waktu
ini. Kajian ini meliputi lima jenis industri dalam sektor
pembuatan di tiga buah bandaraya utama di Semenanjung Halaysia.
Disamping memenuhi keperluan pengajian di peringkat Ph.D di
University of Stirling, Scotland, kajian ini juga diharapkan akan
berguna dalam kareer saya sebagai pensyarah di Universiti Sains
Halaysia. Hasil kaj ian ini adalah lebih berguna untuk sektor
swasta dan awam, terutamanya untuk pembuatan keputusan pada masa
hadapan bagi firma-firma yang terlibat.
Walaupun saya menyediakan ruang untuk nama dan alamat
responden yang perlu direkodkan, kami akan memastikan bahawa
segala maklumat yang diberikan akan dianggap sulit.
Segala kerjasama tuan/puan amatlah saya hargai.
Terimakasih.
Yang Benar,
ABDUL RAZAK HJ OHAR
DEPARTHENT OF BUSINESS AND HANAGEHENT
UNIVERSITY OF STIRLING
STIRLING, FK9 4LA
SCOTLAND, UNITED KINGDOH
SOAL-SELIDIK BERHULA DARI HUKA SEBELAH.
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LAHPIRAN 2 V01( I
, )1-3
SOL -SELIOIK PEKERJA-PEKERJA KOLAR BIRU
TUANlpUAN.
SILA TANOAKAN (11 SATU JAWAPAN (YANG TEROEKAT) SAHAJA BAGI SETIAP SOALAN.
TIAOA JAWAPAN YANG BETUL ATAU SALAH. INI HANYA SATU KAJIAN SAHAJA.
SILA JAWAB SEHUA SOALAN.
JAWAPAN ANOA HUNGKIN HENGECUALIKAN OARI HENJAWAB SOALAN-SOALAN BERIKUTNYA, OALA
SITUASI INI lA AKAN OINYATAKAN.
KOSKAN KOL.04 ( )04
JANGAN TULIS
01 RUANG 1Nl
BAHAGIAN A : FAK TOR-FAK TOR UHUH
1. Lokasi tempat kerja anda yang lalu? V02( )05
Kuala Lumpur
Johor Bahru
Pulau Pinang
Lain-Lain Tempat
( 11
( 12
( 13
( 14
(Kalau jawapan anda "lain-lain tempat". sila berhentikan soal-selidik ini)
2. Lokasi tempat kerja anda sekarang? V03( 106
Kuala Lumpur
Johor Bahru
Pulau Pinang
Lain-lain Tempat
( 11
( 12
( 13
( 14
3. Jenis industri tempat pekerjaan anda yang lalu? V04( )07
Kayu dan Ba rang-Ba rang Keluaran Kayu ( 1 1
Ba rang-Ba rang Keluaran Tekstil ( 1 2
Barang-Barang Elektrik dan Eletronik ( 1 3
Barang-Barang Keluaran Hakanan ( 1 4
Barang-Barang keluaran getah ( 1 5
Lain-lain industri ( 1 6
(Jika jawapan anda "lain-lain industri ". sila berhentikan soal-selidik ini
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4. Jenis industri tempat pekerjaan anda sekarang? V05f 108
Kayu dan Ba rang-Ba rang Keluaran Kayu
Ba rang-Ba rang Keluaran Tekstil
Ba rang-Ba rang Elektrik dan Eletronik
Ba rang-Ba rang Keluaran Hakanan
Ba rang-Ba rang keluaran getah
Lain-lain industri
f 11
f 12
f )3
f )4
f )5
f )6
5. Jumlah pekerja dalam unit kerja anda yang lalu? V06f 109-1.
orang pekerja
BAHAGIAH B : FAKTOR-FAKTOR KEPEHDUDUKAH DAH PERIBADI
6. Umur anda pada tarikh lahir yang lalu? V07f 113
15 hingga 19 tahun f 11
20 hingga 24 tahun f )2
25 hingga 29 tahun f 13
30 hingga 34 tahun f )4
35 hingga 39 tahun f 15
40 hingga 44 tahun f )6
45 hingga 49 tahun f 17
50 tahun ke atas f )8
7. Umur anda ketika mula bekerja? V08f 114
15 hingga 19 tahun f )1
20 hingga 24 tahun f )2
25 hingga 29 tahun f )3
30 hingga 34 tahun f )4
35 hingga 39 tahun f )5
40 tahun keatas f 16
8. Umur anda ketika pertama kali berhenti kerja
secara sukarela? V09f 115
15 hingga 19 tahun f )1
20 hingga 24 tahun f )2
25 hingga 29 tahun f )3
30 hingga 34 tahun f 14
35 hingga 39 tahun f 15
40 tahun keatas f )6
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9. Umur anda ketika kali terakhir berhenti kerja
seea ra suka rela? Vi Of 116
15 hingga 19 tahun f 11
20 hingga 24 tahun f 12
25 hingga 29 tahun f 13
30 hingga 34 tahun f 14
35 hingga 39 tahun f 15
40 tahun keatas f 16
ID. Berapa banyak kali berhenti kerja seeara
sukarela semenjak pekerjaan pertama? V11f 117
Sa tu
Tiga
Lima
Tujuh
f 11
f 13
f 15
f 17
Dua
Empat
Enam
Lapan atau Lebih
f 12
f 14
f 16
f 18
11. Sebutkan tarikh-tarikh berhenti kerja dalam industri
semenjak pekerjaan yang pertama (mengikut urutan masa)
Ta rikh/Bulan/Hasa
12. Lama berkhidmat dengan majikan terakhir? V12f 118
o hingga 6 bulan f 11
7 hingga 12 bulan f 12
13 hingga 18 bulan f 13
19 hingga 24 bulan f 14
25 hingga 3D bulan f 15
31 hingga 36 bulan f 16
37 bulan ke atas f 17
13. Bilangan Pekerjaan yang dijawati semenjak yang pertama? V13f 119
Satu f 11 Dua f 12
Tiga f 13 Empat f 14
Lima f 15 Enam f 16
Tujuh f 17 Lapan atau Lebih f 18
14. Taraf Perkahwinan? V14f 120
Bujang f 11
Berkahwin tampa anak f 12
8erkahwin dan Hempunyai anak f 13
Bereerai/Balu f 14
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15. Jantina? V15f 121
Lelaki f 11
Perempuan f 12
16. Bangsa? V16f 122
Helayu f 11
China f 12
India f 13
lain-lain bangsa f 14
17. Bilangan ahli dalam keluarga? Vl7f 123
Satu f 11 Dua f 12
Tiga f 13 Empat f 14
Lima f 15 Enam f 16
Tujuh f 17 Lapan ke atas f 18
18. Bilangan tanggungan di dalam keluarga? V18f 124-
Satu f 11 Dua f )2
Tiga f 13 Empat f )4
Lima f 15 Enam f )6
Tujuh f 17 Lapan ke atas f )8
19. Taraf pendidikan? V19f )25
Tiada pendidikan langsung f )1
Tamat Darjah Enam f )2
Sijil Rendah Pelajaran f )3
Sijil Pelajaran Halaysia f 14
Sijil Sekolah Teknik f 15
lain-lain kelayakan (sebutkan) f 16
20. Lama belajar? V20f 126
0 hingga 6 tahun f )1
7 hingga 13 tahun f )2
14 hingga 20 tahun f 13
21 ke atas f )4
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21. lldakah anda meninggalkan pekerjaan yang lalu disebabkan
oleh raktor peribadi? Contoh raktor peribadi adalah
seperti berikut:
a. Hasalah keluarga
b. Hasalah kesihatan Yll f 11
c. Hemulakan perniagaan sendiri TIDllK f 12
d. Hemasuki perkhidmatan lain
e. Helanj utkan pelaja ran
r. Hasalah pengangkutan
g. Hasalah tempat tinggal
h. Hasalah peningkatan kerjaya
i. Ingin berkerja di tempat sendiri.
(Jlka jawapan anda "Yll" sila jawab soalan "22".
Jika tidak terus menjawab soalan 23).
V21f 127
22. Jika anda memilih "1" sebagai jawapan soalan 21, sejauh
manakah anda bersetuju dengan raktor-raktor berikut yang
berkaitan dengan sebab-sebab peribadi telah mempengaruhi
keputusan anda berhenti kerja secara sukarela didalam
pekerjaan yang lalu? (Tandakan bagi setiap raktor).
SllNGllT BER- TIDllK TIDllK SllNGll T TIDllK
KENYll TllllN BERSETUJU SETUJU PllSTI BERSETUJU BERSETUJU
Saya berhenti kerja kerana:
a.Hasalah Keluarga f 11 f 12 f 13 f 14 f 15 V22f 128
b.Hasalah kesihatan f 11 f 12 f 13 f 14 f 15 V23f 129
c.Hemulakan per-
niagaan sendiri f 11 f 12 f 13 f 14 f 15 V24f 130
Kosonkan Kol.31 f 131
d.Hemasuki per-
khidmatan lain f 11 f 12 f 13 f 14 f 15 V25f 132
e.Helanjutkan pelajaran f 11 f 12 f 13 f 14 f 15 V26f 133
r. Hasalah pengangkutan f 11 f 12 f 13 f 14 f 15 V27f 134
g.Hasalah perumahan f 11 f 12 f 13 f 14 f 15 V28f 135
h.Hasalah peningkatan
kerjaya f 11 f 12 f 13 f 14 f 15 V29f 136
i.lngin berkerja di
tempat sendiri f 11 f 12 f 13 f 14 f 15 V30f 137
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BAHAGIAN C: SOLAN HENGENAI ORGANISASI
23_ Pada pendapat anda (berdasarkan pengalaman kerja di masa
yang lalu) sejauh manakah anda bersetuju atau tidak
bersetuju bahawa faktor-faktor berikut telah
mempengaruhi keputusan anda berhenti kerja secara
sukarela.
SANGflT BER- TIDflK TIDflK SflNGflT
BER- SETUJU PflSTI BER- TIDflK
SE TUJU SETUJU BERSETUJU
a.Bayaran ( )1 ( )2 ( )3 ( )4 ( )5 V31( )38
b. Kenaikan pangkat ( )1 ( )2 ( )3 ( )4 ( )5 V32( )39
c _ flmalan penyeliaan ( )1 ( )2 ( )3 ( )4 ( )5 V33( 140
d.lnteraksi kawan sekerja ( )1 ( )2 ( )3 ( )4 ( )5 V34( 141
e.Saiz unit kerja ( )1 ( 12 ( )3 ( )4 ( )5 V35( 142
f.Kandungan kerja ( )1 ( 12 ( 13 ( )4 ( )5 V36( )43
g.Jaminan Kerja ( )1 ( )2 ( )3 ( )4 ( )5 V37( )44
h. Keadaan tempa t kerja ( )1 ( 12 ( 13 ( )4 ( )5 V38( 145
i. Hasa berkerja ( )1 ( )2 ( )3 ( )4 ( )5 V39( 146
Soalan-soalan berikut menyatakan sebab-sebab anda berhenti
kerja secara sukarela. Tandakan (I) pada ruang yang
disediakan bagi setiap soalan.
24. Jika anda telah memilih "I" atau "2" sebagai jawapan
bagi soalan 23(a), sejauh manakah anda bersetuju atau
tidak bersetuju dengan kenyataan berikut berkenaan
perasaan anda terhadap bayaran sebagai faktor yang
mempengaruhi keputusan anda berhenti kerja secara
sukarela? (Jika tidak, terus menjawab soalan 25).
SflNGflT BER- TIDflK TIOflK SflNGflT
KENYfl TflflN BER- SETUJU PflSTI BER- TIDflK
SETUJU SETUJU BERSETUJU
Saya berhenti kerja
kerana bayaran yang
saya terima adalah:
a.Lebih rendah daripada
bayaran kerja sekarang ( )1 ( )2 ( )3 ( )4 ( )5 V40( 147
b.Rendah daripada yang
patut saya terima ( )1 ( )2 ( 13 ( )4 ( )5 V41( 148
c. Tidak cukup j ika di-
bandingkan dengan
kelayakan saya ( 11 ( )2 ( )3 ( )4 ( 15 V42( )49
d. Tidak cukup untuk
penbelanjaan biasa ( )1 ( )2 ( )3 ( )4 ( )5 V43( )50
e. Tidak memuaskan hati ( )1 ( )2 ( )3 ( )4 ( )5 V44( )51
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25. Jika anda telah memilih "1" atau "2" sebagai jawapan
bagi soalan 23(b). sejauh manakah anda bersetuju atau
tidak bersetuju dengan kenyataan berikut berkenaan
perasaan anda terhadap kenaikan pangkat sebagai faktor
yang mempengaruhi keputusan anda berhenti kerja secara
sukarela? (JIka tidak terus menjawab soalan 26).
SANGflT BER- TIDAK TIDAK SANGflT
BER- SETUJU PASTI BER- TIDAK
SE TUJU SETUJU BERSETUJU
Saya berhenti kerja kerana:
a. Tidak ada masa depan
dalam pekerjaan f 11
b. Haj ikan lama mengamalkan
polisi kenaikan pangkat
yang tidak adil f 11
c. Peluang untuk kenaikan
pangkat sangat sedikit f 11
d. Saya telah ditawarkan
jawatan yang lebih baik
oleh majikan sekarang f 11
KENYflTAAN
f 12 f 15f 13 f 14
f 12 f 13 f 14 f 15
f 12 f 13 f 14 f 15
V45f 152
V46f 153
V47f 154
f 12 f 14 f 15 V48f 155
Kosonkan Kol.56 f 156
f 13
e. saya tidak berpuas hati
dengan sistem kenaikanpangkat f 11 f 12 f 13 f 14 f 15
26. Jika anda memilih "1" atau "2" sebagai jawapan bagi
soalan 23(c), sejauh manakah anda bersetuju atau tidak
berSetuju dengan kenyataan berikut berkenaan perasaan
anda terhadap amalan penyeliaan sebagai faktor yang
mempengaruhi keputusan anda berhenti kerja secara
sukarela? (Jika tidak terus menjawab soalan 27).
SANGAT BER- TIDAK TIDAK SANGAT
KENYATAAN BER- SETUJU PASTI BER- TIDAK
SE TUJU SETUJU BERSETUJU
Saya berhenti kerja kerana:
a. Penyelia saya ter-
lalu mementingkanpengeluaran f 11 f 12 f 13 f 14 f 15
b. Penyelia saya tidak
mementingkan pekerja f 11 f 12 f 13 f 14 f 15
c. Penyelia saya meng-
amalkan gaya yang
otoritatif(kuku besi)f 11 f 12 f 13 f 14 f 15
d. Saya tidak berpuas
hati dengan penyeliayang lalu f 11 f 12 f 13 f 14 f 15
e. Saya menerima layanan
yang tidak adil daripada
penyelia yang lalu f 11 f 12 f 13 f 14 f 15
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27. Jika anda memilih "1" atau "2" sebagai jawapan bagi
soalan 23(d). sejauh manakah anda berstuju atau tidak
bersetuju dengan kenyataan berikut berkenaan perasaan
anda terhadap interaksi katin sekerja sebagai faktor yang
mempengaruhi keputusan anda berhenti kerja secara
sukarela? (Jika tidak terus menjawab soalan 28)
KENYATAAN
SANGA T BER- T I DAK
BER- SETUJU PASTI
SE TUJU
Saya berhenti kerja kerana:
a. kekurangan semangat
bekerja secara
kumpulan dikalangan
rakan sekerja ( 11
b. Saya tidak berpuas
hati dengan rakansekerja ( 11
c. Tidak ada peluang
berbual dengan rakan
sekerja yang lalu (11
d. Sangat mudah mencari
musuh di kalangan
rakan sekerja ( 11
e. Saya tidak mempunyai
teman yang rapat (11
f. Adanya interaksi
yang tidak adil di
kalangan
teman sekerja ( 11
(12 (13
(12 (13
(12 (13
(12 (13
(12 (13
(12 (13
TIDAK SANGAT
BER- TIDAK
SETUJU BERSETUJU
( 14 ( 15
( 14 ( 15
( 14 ( 15
( 14
( 14
( 15
( 15
( 14 ( 15
28. Jika anda memilih "I" atau "2" sebagai jawapan bagi
soalan 23(e). sejauh manakah anda bersetuju atau tidak
berstuju dengan kenyataan berikut berkenaan perasaan
anda terhadap saiz unit kerja sebagai faktor yang
mempengaruhi keputusan anda berhenti kerja secara
sukarela? (Jika tidak terus menjawab soalan 29)
KENYATAAN
SANGAT BER- TIDAK TIDAK SANGAT
BER- SETUJU PASTI BER- TIDAK
SE TUJU SETUJU BERSETUJU
saya berhenti kerja kerana:
a. Unit kerja
yang lalu adalahterlalu ramai (11 (12 (13 ( 14 ( 15
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29. Jika anda memilih "1" atau "2" sebagi jawapan bagi
soalan 23(f). sejauh manakah anda bersetuju atau tidak
bersetuju dengan kenyataan berikut berkenaan perasaan
anda terhadap kandungan kerja sebagai faktor yang
mempengaruhi keputusan anda berhenti kerja secara
sukarela? (Jika tidak terus menjawab soalan 30)
S~NG~T BER- TID~K TID~K S~NG~T
KENY~T~~N BER- SETUJU P~STI BER- TID~K
SETUJU SETUJU BERSETUJU
Saya berhenti kerja kerana:
a. la kerja yang
berulang-ulang f 11 f 12 f 13 f 14 f 15 V62f 17D
b. Saya diberi kurang
tanggung- jawab f 11 f 12 f 13 f 14 f 15 V63f 171
c. Saya menerima
kurang otonomi f 11 f 12 f 13 f 14 f 15 V64f 172
d. Kerja yang terlalu
membebankan f 11 f 12 f 13 f 14 f 15 V65f 173
30. Jika anda memilih "1" atau "2" sebagai jawapan bagi
soalan 23(g). sejauh manakah anda bersetuju atau tidak
bersetuju dengan kenyataan berikut berkenaan perasaan
anda terhadap jaminan kerja sebagai faktor yang
mempengaruhi keputusan anda berhenti kerja secara
sukarela? (Jika tidak. terus menjawab soalan 31).
S~NG~T BER- TID~K TID~K S~NG~T
KENY~T~~N BER- SETUJU P~STI BER- TID~K
SETUJU SETUJU BERSETUJU
saya berhenti kerja kerana:
a. la tidak ada
jaminan f 11 f 12 f 13 f 14 f 15 V66f 174
b. la hanya kerja
sambilan f 11 f 12 f 13 f 14 f 15 V67f 175
c. Saya tidak
berpuas hati dengan
jaminan pekerjaan f 11 f 12 f 13 f 14 f 15 V68f 176
d. Saya mengelak dari
dibuang f 11 f 12 f 13 f 14 f 15 V69f 177
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31. Jika anda memilih "I" atau "2" sebagai jawapan bagi
soalan 23(h). sejauh manakah anda bersetuju atau tidak
berstuju dengan kenyataan berikut berkenaan perasaan
anda terhadap keadaan tempat kerja sebagai raktor yang
mempengaruhi keputusan anda berhenti kerja secara
sukarela? (Jika tidak. terus menjawab soalan 32)
SANGAT BER- TIOAK TIOAK SANGAT
KENYATAAN BER- SETUJU PASTI BER- TIOAK
SETUJU SETUJU BERSETUJU
Saya berhenti kerja kerana:
a. Keadaan tempat kerja
tidak selamat f)1 f)2 f)3 f)4 f )5
b. Keadaan tempat kerja
tidak sihat f)1 f)2 f)3 f)4 f )5
c. Saya tidak puas hati
dengan keadaan
tempat kerja f)1 f)2 f)3 f)4 f )5
V70f )78
V71f )79
V72f )05
32. Jika anda memilih "I" atau "2" sebagai jawapan bagi
soalan 230). sejauh manakah anda bersetuju atau tidak
bersetuju dengan kenyataan berikut berkenaan perasaan
anda terhadap masa berkerja sebagai raktor yang
mempengaruhi keputusan anda berhenti kerja secara
sukarela? (Jika tidak. terus menjawab soalan 33)
SANGAT BER- TIOAK TIOAK SANGAT
KENYATAAN BER- SETUJU PASTI BER- TIOAK
SETUJU SETUJU BERSETUJU
saya berhenti kerja kerana:
a. Tidak berpuas hati dengan
waktu berkerja f)1 f)2 f)3 f)4 f)5
b. Waktu berkerjaterlalu lama f)1 f)2 f)3 f)4 f)5
V73f )06
V74-f )07
BAHAGIAN 0: FAKTOR LUARAN
33. Pada pandangan and (berdsarkan pengalaman bekerja yang
lalu) sejauh manakah anda berstuju atau tidak bersetuju
dengan raktor-raktor luaran yang berikut sebagai telah
mempengaruhi keputusan anda berhenti kerja secara
sukarela. SANGAT BER- TIOAK TIOAK SANGAT
BER- SETUJU PASTI BER- TIOAKKENYATAAN SETUJU SETUJU BERSETUJU
Saya berhenti kerja kerana:
a. Adanya pilihan bagi
pekerjaan yang lain f)1
b. Tahap kekosonganjawatan f )1
c. Tahap pengganguran f)1
f )2 f )3 f )4 f )5 V75f )08
V76f )09
V77f )10f )2f )2 f )3f )3 f )4f )4 f )5f )5
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34. Jika anda telah memilih "1" atau "2" sebagai jawapan
bagi soalan 33(a). sejauh manakah anda bersetuju atau
tidak bersetuju dengan kenyataan berikut berkenaan
perasaan anda terhadap faktor adanya pilihan kerja lain
sebagai telah mempengaruhi keputusan anda berhenti kerja
secara sukarela? (Jika tidak. terus menjawab soalan 35)
SflNGflT BER- TIDflK TIDflK SflNGflT
BER- SETUJU PASTI BER- TIDAK
KENYflTAflN SETUJU SETUJU BERSETUJU
a. Saya berhenti kerja
yang lalu kerana
adanya kerja baru f 11 f 12 f 13 f 14 f 15 V78f 111
35. Jika anda telah memilih "1" atau "2" sebagai jawapan
bagi soalan 33(b). sejauh manakah anda bersetuju atau
tidak bersetuju dengan kenyataan berikut berkenaan
tahap kekosongan jawatan sebagai telah mempengaruhi
keputusan anda berhenti kerja secara sukarela?
(Jika tidak. terus menjawab soalan 36)
SflNGflT BER- TIDAK TIDflK SflNGAT
BER- SETUJU PflS T I BER- TIDflK
KENYfl TAAN SE TUJU SETUJU BERSETUJU
a. saya berhenti kerja
yang lalu kerana
pada masa i tu banyak
kerja kosong dalam
pasaran buruh f 11 f 12 f 13 f 14 f 15 V79f 112
36. Jika anda telah memilih "1' atau "2" sebagai jawapan
anda bagi soalan 33(c), sejauh manakah anda berstuju
atau tidak bersetuju dengan kenyataan berikut berkenaan
tahap pengngguran sebagai telah mempenga ruhi keputusan
anda berhenti kerja secara sukarela.
SflNGflT BER- TIDflK TIDflK SflNGflT
BER- SETUJU PAST I BER- TIDflK
KENYATAflN SE TUJU SE TUJU BERSETUJU
a. Saya berhenti kerja
yang lalu kerana
tahap penggangguran
adalah rendah f 11 f 12 f 13 f 14 f 15 VBOf 113
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January 1990
RESEARCH ON LABOR TURNOVER IN PENINSULAR HAUlYSIA
Dear Sir,
A survey is currently being undertaken on Blue-Collar worker
turnover in Peninsular Halaysia. This survey covers five typs of
manufacturing industries in three major cities.
Beside fulfilling the requirements for a Ph.D of The
University of Stirling, Scotland, this research will hopfully be
a great use to me in my career as a lecturer with University
Sains Halaysia. The results of this survey will be most useful
for both the pri vate as well as public sector, especially for the
future policy making of these establishments.
Eventhough I have made provision, for names and addresses
of respondents to be recorded, please be assured that all
information provided will be treated in the strictest confidence.
Your cooration and assistance is highly appreciated.
Thank you.
Yours Sincerely,
ABDUL RAZAK HJ OHAR,
DEPARTHENT OF BUSINESS AND HANAGEHENT,
UNIVERSITY OF STIRLING,
STIRLING, FK9 4LA,
SCOTLAND, UNITED KINGDOH.
THE QUESTIONNAIRE BEGINS ON THE FOLLOWING PAGE.
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APPENDIX 2 Vi( : 11-¿
PERSONNEL HANAGERS' QUESTIONNAIRE
DEAR SIR/HADAH
PLEASE TICK (/1 ONE ANSWER (THE CLOSEST) ONLY FOR EACH QUESTION.
THERE ARE NO RIGHT OR WRONG ANSWERS. THIS IS ONLY A SURVEY.
PLEASE ANSWER ALL QUESTIONS.
YOUR RESPONSE TO SOHE QUESTIONS HAY DICTATE THAT YOU SKIP THE FOLLOWING QUESTIC
WHERE THIS OCCURS. THIS WILL BE INDICATED.
-------------------------------------------------------------------------------
BLANK SPACE ON COL.4 ( 14
DO NOT
WRITE HERE.
-------------------------------------------------------------------------------
SECTION A: GENERAL FACTORS
1. Location or your organisation?
Kuala Lumpur
Johor Bahru
Pulau Pinang
( 11
( 12
( 13
2. Type or industry?
Woo and Woo Products
Textiles Products
Electrical and Electronic products
Foo Products
Rubber Products
( 11
( 12
( 13
( 14
( 15
SECTION B: DEHORAPHICS AND PERSOAL FACTORS
3. In your opinion, (base on your experience). which or
the rollOfing characteristics apply to your Blue-Collar
workers who lert their job voluntarily.
a. They are mostly remales
, i STRONGLY i i , , STRONGLY ,, , , , , , I
, RACES , AGREE i AGREE , UNDECIDED , DISAGREE i DISAGREE ii I I I I I I
i HALAY i ( 15 ( 14 ( 13 ( 12 ( 11 i, , I
i CHINESE: ( 15 ( 14 ( 13 ( 12 ( 11 ,, ,
, INDIAN: ( 15 ( 14 ( 13 ( 12 ( 11 i, ,
i OTHERS: f 15 f 14 f 13 f 12 f 11 ,i I
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b. They are mostly young workers
i STRONGLY i i I i STRONGLY ii , I , I ,
RACES i AGREE i AGREE i UNDECIDED i DISAGREE i DISAGREE ii , , , , ,
, HALAY i f 15 f 14 f 13 f 12 f 11 ii I I
i CHINESE: f 15 f 14 f 13 f 12 f 11 ii I
i INDIAN: f 15 f 14 f 13 f 12 f 11 i, I
, OTHERS : f 15 f 14 f 13 f 12 f 11 ,, ,
c. They are mostly have better education
, , STRONGLY , , I i STRONGLY ,, , I , , I ,
, RACES i AGREE i AGREE i UNDECIDED i DISAGREE i DISAGREE i, , , , , , ,
i HALAY i f 15 f 14 f 13 f 12 f 11 ii , I
i CHINESE: f 15 f 14 f 13 f 12 f 11 ii I
i INDIAN: f 15 f 14 f 13 f 12 f 11 i, ,
i OTHERS : f 15 f 14 f 13 f 12 f 11 i, i
d. They are mostly married workers
i , STRONGLY , , , i STRONGLY i, i , I , I ,
i RACES i AGREE i AGREE i UNDECIDED i DISAGREE i DISAGREE ,, , , , , , I
i HALAY i f 15 f 14 f 13 f 12 f 11 i, I ,
i CHINESE: f 15 f 14 f 13 f 12 f 11 i, ,
i INDIAN: f 15 f 14 f 13 f 12 f 11 i, ,
i OTHERS : f 15 f 14 f 13 f 12 f 11 i, ,
e. With shorter length of service
i i STRONGLY i i I i STRONGLY ii I I I I I I
i RACES i AGREE i AGREE i UNDECIDED i DISAGREE i DISAGREE i, , , , , , I
i HALAY , f 15 f 14 f 13 f 12 f 11 ii I I
, CHINESE: f 15 f 14 f 13 f 12 f 11 ,i i
, INDIAN: f 15 f 14 f 13 f 12 f 11 i, I
i OTHERS : f 15 f 14 f 13 f 12 f 11 i, ,
4. In your view, to what extent do you agree or disagree
with the following personal factors as having influenced
your Blue-Collar workers' decision to voluntarily leave
your organisation.
a. Family problems
, i STROGLY i , I i STRONGLY ,
, , , , , , ,
i RACES , AGREE i AGREE i UNDECIDED i DISAGREE , DISAGREE i, , , , , , ,
i HALAY i f 15 f 14 f 13 f 12 f 11 i, I ,
i CHINESE: f 15 f 14 f 13 f 12 f 11 i, I
i INDIAN: f 15 f 14 f 13 f 12 f 11 i, ,
, OTHERS: f 15 f 14 f 13 f 12 f 11 i, ,
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b. Heal th problems
i STRONGLY i i i STRONGLY ii I I I Ii RACES AGREE i AGREE i UNDECIDED i DISAGREE DISAGREE ii I I I I
i HALAY i f 15 f 14 f 13 f 12 f 11 ii I ,i CHINESE: f 15 f 14 f 13 f 12 f 11 ii ,i INDIAN: f 15 f 14 f 13 f 12 f 11 i, ,i OTHERS : f 15 f 14 f 13 f 12 f 11 ii I
c. sta rting own business
i i STRONGLY i i I i STRONGLY i, , I , I I I
i RACES i AGREE i AGREE i UNDECIDED i DISAGREE i DISAGREE ii , I I I I I
i HALAY i f 15 f 14 f 13 f 12 f 11 ii I ,i CHINESE: f 15 f 14 f 13 f 12 f 11 ii I
i INDIAN: f 15 f 14 f 13 f 12 f 11 ii I
i OTHERS : f 15 f 14 f 13 f 12 f 11 ii ,
d. Joining other services
i i STRONGLY i i I i STRONGLY ii , I I I I I
i RACES i AGREE i AGREE i UNDECIDED i DISAGREE i DISAGREE ii I I I I I I
i HALAY i f 15 f 14 f 13 f 12 f 11 ii I I
i CHINESE: f 15 f 14 f 13 f 12 f 11 ii I
i INDIAN: f 15 f 14 f 13 f 12 f 11 ii I
i OTHERS : f 15 f 14 f 13 f 12 f 11 ii I
e. Going for further studies
i i STRONGLY i i i STRONGLY ii I , , , ,
, RACES i AGREE i AGREE i UNDECIDED i DISAGREE DISAGREE ii I I I , ,
i HALAY i f 15 f 14 f 13 f 12 f 11 i, I ,
i CHINESE: f 15 f 14 f 13 f 12 f 11 ii I
i INDIAN: f 15 f 14 f 13 f 12 f 11 ii ,
i OTHERS : f 15 f 14 f 13 f 12 f 11 ii ,
f. Transportation problems
i i STRONGLY i i I i STRONGLY ii I I , I I I
i RACES , AGREE i AGREE , UNDECIDED i DISAGREE , DISAGREE ,i , , , I , ,
i HALAY i f 15 f 14 f 13 f 12 f 11 ii , I
, CHINESE: f 15 f 14 f 13 f 12 f 11 ii ,
i INDIAN: f 15 f 14 f 13 f 12 f 11 ii I
i OTHERS: f 15 f 14 f 13 f 12 f 11 ,i I
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g. Housing Problems
i i STRONGLY i i I i STRONGLY ii I I I I I Ii RACES i AGREE i AGREE i UNDECIDED i DISAGREE i DISAGREE ii I I I I I I
i HALAY i f )5 f )4 f )3 f )2 f )1 ii I I
i CHINESE: f )5 f )4 f )3 f )2 f )1 ii I
i INDIAN: f )5 f )4 f )3 f )2 f )1 ii I
i OTHERS : f 15 ( 14 ( 13 f 12 ( 11 ii I
h. Career Development Problems
i i STRONGLY i i I i STRONGLY ii I I I I I I
i RACES i AGREE i AGREE i UNDECIDED i DISAGREE i DISAGREE ii I I I I I I
i HALAY i f )5 f )4 f )3 ( )2 f )1 ii I I
i CHINESE: f )5 f )4 f )3 ( )2 f )1 ii I
i INDIAN: f )5 f )4 f )3 f )2 f )1 ii I
i OTHERS : f 15 f 14 f )3 f 12 f 11 ii I
i. To Work at Place of Residence
i i STRONGLY i i I i STRONGLY ii I I I I I I
i RACES i AGREE i AGREE i UNDECIDED i DISAGREE i DISAGREE ii i I I I I I
i HALAY i f )5 f )4 f )3 f )2 f )1 ii I I
i CHINESE: f )5 f )4 f )3 f )2 f )1 ii I
i INDIAN: f )5 f )4 f )3 f )2 f )1 ii I
i OTHERS : f 15 f 14 f )3 f 12 f 11 ii i
SECTION C: ORANISATIONAL FACTORS
5. In your view. to what extent do you agree or disagree
with the following factors as having influenced your
Blue-Collar workers' decision to voluntarily leave your
organisation.
a. Pay
i STRONGLY i i i STRONGLYi i I i
RACES i AGREE i AGREE i UNDECIDED i DISAGREE DISAGREEi i I I
i HALAY i f )5 f )4 f )3 f )2 f )1 ii I I
i CHINESE: f )5 f )4 f )3 f )2 f )1 ii I
i INDIAN: f )5 f )4 f )3 f )2 f )1 ii I
i OTHERS: f 15 f 14 f 13 f 12 f 11 ii I
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b. Promotion
i STRONGLY i i i STRONGLY i, I I , i
RACES i AGREE i AGREE UNDECIDED i DISAGREE i DISAGREE ii I I I I
i HALAY i f )5 f )4- f )3 f )2 f )1 i, , Ii CHINESE: f )5 f )4- f )3 f )2 f )1 i, ,
, INDIAN : f )5 f )4- f )3 f )2 f )1 ,, ,i OTHERS : f 15 f 14 f 13 f )2 f 11 ii I
c. Supervisory Practices
STRONGLY i i I i STRONGLY ,i I I , i
RACES AGREE i AGREE i UNDECIDED i DISAGREE i DISAGREE ,i I I I I
i HALAY i f )5 f )4- f )3 f )2 f )1 i, , ,i CHINESE: f )5 f )4- f )3 f )2 f )1 i, ,i INDIAN: f )5 f )4- f )3 f )2 f )1 i, i
OTHERS : f 15 f 14 f 13 f 12 f 11 ,i
d. Peer group interaction
i i STRONGLY i , I i STRONGLY i, , , , I , ,
, RACES i AGREE i AGREE i UNDECIDED i DISAGREE i DISAGREE ii I I I I I I
i HALAY i f )5 f )4- f 13 f )2 f )1 ,i , ,i CHINESE: f )5 f )4- f )3 f )2 f )1 iI r
i INDIAN : f )5 f )4- f )3 f )2 f )1 ir ri OTHERS : f 15 f 14- f 13 f 12 f 11 ii I
e. Work unit size
STRONGLY i i STRONGLY, ,
RACES AGREE AGREE UNDECIDED i DISAGREE i DISAGREEi i
i HALAY i f )5 f )4- f )3 f )2 f )1 i, , I
i CHINESE: f 15 f )4- f )3 f )2 f )1 i, r
i INDIAN : f )5 f )4- f )3 f )2 f )1 i, ,
i OTHERS : f 15 f 14- f 13 f 12 f 11 ii I
f. Job Content
i , STRONGLY i i I i STRONGLYi i , I I ,
i RACES i AGREE i AGREE i UNDECIDED i DISAGREE i DISAGREEi i I I I I
i HALAY i f )5 f )4- f )3 f )2 f 11 i, , ,
i CHINESE: f )5 f )4- f )3 f )2 f 11 i, ,
i INDIAN : f 15 f )4- f )3 f )2 f )1 i, ,
i OTHERS: f 15 f 14 f 13 f 12 f 11 ,i I
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g. Job Security
i i STRONGLY i i I i STRONGLY i, , , , , I I
, RACES , AGREE i AGREE i UNDECIDED , DISAGREE i DISADREE ii I I I I I I
, I1ALAY i f 15 f 14 f 13 f 12 f 11 ,, , ,
, CHINESE: f 15 f 14 f 13 f 12 f 11 ii Ii INDIAN : f 15 f 14 f 13 f 12 f 11 ,, ,
, OTHERS : f 15 f 14 f 13 f 12 f 11 ,i I
h. Working Condi tions
, , STRONGLY , , , STRONGLY ,, , , , , ,i RACES , AGREE AGREE i UNDECIDED i DISAGREE , DISAGREE ii I I I I ,i I1ALAY i f 15 f 14 f 13 f 12 f 11 i, , I
, CHINESE: f 15 f 14 f 13 f 12 f 11 ,, ,i INDIAN : f 15 f 14 f 13 f 12 f 11 i, ,i OTHERS : f 15 f 14 f 13 f 12 f 11 ii I
i. Working Hours
i , STRONGLY , i I i STRONGLY i, , , , , , I
, RACES , AGREE , AGREE , UNDECIDED , DISAGREE i DISAGREE ii I I I I I I
, I1ALAY , f 15 f 14 f 13 f 12 f 11 i, I I
i CHINESE: f 15 f 14 f 13 f 12 f 11 ,, ,i INDIAN: f 15 f 14 f 13 f 12 f 11 i, I
i OTHERS : f 15 f 14 f 13 f 12 f 11 ii I
6. If you have chosen "1" or "2" as your answer in Q5(a),
to what extent do you agree or disagree with the
following statements which represent reasons of pay as
factor influencing yours Blue-Collar workers' decision
to voluntarily leave your organisation.
(otherwise go to question 7).
STATEI1ENT
Blue-Collar workers lea ve because:
a. They get better pay from new job
i STRONGLY , i , STRONGLY i, , , , ,
, RACES AGREE , AGREE UNDECIDED , DISAGREE i DISAGREE ,i I I I I
i I1ALAY i f 15 f 14 f 13 f 12 f 11 ,, I I
i CHINESE: f 15 f 14 f 13 f 12 f 11 i, ,
i INDIAN : f 15 f 14 f 13 f 12 f 11 ii ,
i OTHERS: f 15 f 14 f 13 f 12 f 11 ii I
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b. They feel they deserved more pay compared to thei r efforts
, , STRONGLY i , STRONGLY ,, , , , ,
, RACES i AGREE i AGREE UNDECIDED DISAGREE , DISAGREE ii I I , ,
i HALAY , f 15 f 14 f 13 f 12 f 11 ,, , ,
, CHINESE: f 15 f 14 f 13 f 12 f 11 ,, ,
i INDIAN : f 15 f 14 f 13 f 12 f 11 ,, ,
, OTHERS : f 15 f 14 f 13 f 12 f 11 ,, ,
c. They feel they deserved more pay compared to their qualifications
i , STRONGLY i i STRONGLY
, , , ,
i RACES , AGREE AGREE , UNDECIDED DISAGREE , DISAGREE, , I ,
i HALAY i f 15 f 14 f 13 f 12 f 11 ,, , ,
, CHINESE: f 15 f 14 f 13 f 12 f 11 i, ,
i INDIAN : f 15 f 14 f 13 f 12 f 11 ,, ,
i OTHERS : f 15 f 14 f 13 f 12 f 11 ,, ,
d. They feel of receiving inadequate pay for nornal expenses
, , STRONGLY , i , i STRONGLY ,
, I , , , , I
i RACES , AGREE i AGREE i UNDECIDED , DISAGREE , DISAGREE ,i I , I I , ,
i HALAY i f 15 f 14 f 13 f 12 f 11 i, , ,
i CHINESE: f 15 f 14 f 13 f 12 f 11 ,, ,
, INDIAN : f 15 f 14 f 13 f 12 f 11 ,, ,
i OTHERS : f 15 f 14 f 13 f 12 f 11 ,i ,
e. They are not satisfied with pay
i , STRONGLY i i I , STRONGLY i, , , , , , ,
, RACES , AGREE i AGREE i UNDECIDED , DISAGREE , DISAGREE i, I I , , , i
i HALAY , f 15 f 14 f 13 f 12 f 11 ,, , ,
i CHINESE: f 15 f 14 f 13 f 12 f 11 ,, ,
i INDIAN : f 15 f 14 f 13 f 12 f 11 i, ,
, OTHERS : f 15 f 14 f 13 f 12 f 11 ,i ,
7. If you have chosen "1" or "2" as your answer in Q5(b).
to what extent do you agree or disagree with the
following statements which represent reasons of
promtion as factor influencing your Blue-Collar
workers' decision to voluntarily leave your
orgnisation. (otherwise go to question 8)
STATEHENT
Blue-Collar workers leave because:
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a. They feel that their job is a dead-end job
i i STRONGLY i i i STRONGLY ii I I I I I
i RACES i AGREE i AGREE UNDECIDED i DISAGREE i DISAGREE ii I I I I I
i HALAY i f 15 f 14 f 13 f 12 f 11 ii I I
i CHINESE: f 15 f 14 f 13 f 12 f 11 ii I
i INDIAN: f 15 f 14 f 13 f 12 f 11 ii I
i OTHERS : ( 15 f 14 f 13 f 12 f 11 ii I
b. They feel our organisation practice an unfair promotion policy
STRONGLY i i I i STRONGLY ii I I I i
RACES AGREE i AGREE i UNDECIDED i DISAGREE i DISAGREE ii I I I I
i HALAY i f 15 f 14 f 13 f 12 f 11 ii I I
i CHINESE: f 15 f 14 f 13 f 12 f 11 ii I
i INDIAN: f 15 f 14 f 13 f 12 f 11 ii I
i OTHERS : ( 15 f 14 f 13 f 12 f 11 ii I
c. They feel they had less opportunity for promotion
compared to other organisation
i STRONGLY i i i STRONGLY ii I I I i
RACES i AGREE i AGREE UNDECIDED i DISAGREE i DISAGREE ii I I I I
i HALAY i f 15 f 14 f 13 f 12 f 11 ii I I
i CHINESE: f 15 f 14 f 13 f 12 f 11 ii I
i INDIAN: f 15 f 14 f 13 f 12 f 11 ii I
i OTHERS : f 15 f 14 f 13 f 12 f 11 ii I
d. They were offered to better positions in other organisation
i STRONGLY i i I i STRONGLY ii I I I I i
RACES i AGREE i AGREE i UNDECIDED i DISAGREE i DISAGREE ii I I I I ,
i HALAY i f 15 f 14 f 13 f 12 f )1 ii I I
i CHINESE: f )5 f )4 f 13 f )2 f 11 ii i
i INDIAN: f )5 f )4 f )3 f 12 f )1 ii I
i OTHERS : f 15 f 14 f 13 f 12 f 11 i, i
e. They are not satisfied with the promotion system
i i STRONGLY i i i STRONGLY ii I I I I I
i RACES i AGREE i AGREE UNDECIDED i DISAGREE i DISAGREE ii I I I I I
i HALAY i f )5 f )4 f )3 f 12 f )1 ii i I
i CHINESE: f 15 f 14 f 13 f 12 f 11 ii I
i INDIAN: f 15 f )4 f )3 f 12 f )1 ii I
i OTHERS: f )5 f 14 f 13 f 12 f 11 ii I
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8. If your have chosen "1" or "2" as your answer in Q5(c).
to what extent do you agree or disagree with the
following statements which represent reasons of
suprvisory practices as factor influencing your Blue-
Collar workers' decision to vouluntarily leave your
organisation. (otherwise go to question 9)
STATEHENT
Blue-Colla r workers leave because they feel:
a. Their supervisor is too concerned with production
i i STRONGLY i i i STRONGLY, , , I I
, RECES , AGREE , AGREE UNDECIDED i DISAGREE i DISAGREEi i I I I
, HALAY , f )5 f )4 f )3 f )2 f )1 i, I I
i CHINESE: f )5 f )4 f )3 f )2 f )1 ii I
i INDIAN: f )5 f )4 f )3 f )2 f )1 ii I
i OTHERS: f 15 f 14 f 13 f 12 f 11 ,i I
b. Their supervisor is less concern with their employees
, , STRONGLY i i I i STRONGLY, i , , I ,
i RACES i AGREE , AGREE i UNDECIDED , DISAGREE i DISAGREEi i I I I I
i HALAY i f )5 f )4 f )3 f )2 f )1 i, I ,
, CHINESE: f 15 f )4 f )3 f )2 f )1 i, I
, INDIAN: f )5 f 14 f )3 f )2 f )1 i, I
i OTHERS : f 15 f 14 f 13 f 12 f 11 ii I
c. Their supervisor adopts an authoritarian style
, , STRONGLY , i , STRONGLY i, I I I , I
i RACES i AGREE , AGREE i UNDECIDED i DISAGREE DISAGREE ii I I I I I
i HALAY i f )5 f )4 f )3 f )2 f )1i i
, CHINESE: f )5 f )4 f )3 f )2 f )1,
i INDIAN: f )5 f )4 f )3 f 12 f )1,
i OTHERS : f 15 f 14 f 13 f 12 f 11i
d. Less satisfied with their supervisor
i i STRONGLY i i i STRONGLYi , , I I
i RACES i AGREE i AGREE UNDECIDED i DISAGREE i DISAGREEi i I I I
i HALAY i f )5 f )4 f )3 f )2 f )1 ii I ,
i CHINESE: f )5 f 14 f )3 f )2 f )1 ii I
i INDIAN : f )5 f )4 f )3 f )2 f )1 i, ,
i OTHERS: f 15 f 14 f 13 f 12 f 11 ii I
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e. They received inadequate treatement from their supervisorI I ,
: RACES:
: HALAY :
: CHINESE:
: INDIAN :
: OTHERS:
STRONGLY:
AGREE :
f 15
f 15
f 15
f 15
AGREE
f 14
f 14
f 14
f 14
I
I
: UNDECIDED
f 13
f 13
f 13
f 13
I
,
: DISAGREE
f 12
f 12
f 12
f 12
: STRONGLY:
: DISAGREE :
f 11
f 11
f 11
f 11
9. If you have chosen "1" or "2" as your answer in Q5(d).
to what extent do you agree or disagree with the
following statements which represent reasons of
peer gro interaction as factor influencing your Blue-Collar
workers' decision to voluntarily leave your
organisation. (Otherwise go to question 10)
STATEHENT
Blue-Collar workers leave because they feel:
a. There is a lack of team spirit among their peer group
I
,
I
,
,
I
J
,
I I ,
: RACES :
: HALAY :
: CHINESE:
: INDIAN:
: OTHERS :
STRONGLY:
AGREE :
f 15
f 15
f 15
f 15
AGREE
f 14
f 14
f 14
f 14
UNDECIDED
f 13
f 13
f 13
f 13
b. Not satisfied with their peer group
J
,
: DISAGREE
f 12
f 12
f 12
f 12
: STRONGLY:
: DISAGREE:
f 11
f 11
f 11
f 11
J
,
I
,
J
,
J
,
I J, ,
: RACES :
: HALAY :
: CHINESE:
: INDIAN:
: OTHERS:
STRONGLY:
AGREE :
f 15
f 15
f 15
f 15
AGREE
f 14
f 14
f 14
f 14
I
,
: UNDECIDED
f 13
f 13
f 13
f 13
I
,
: DISAGREE
f 12
f 12
f 12
f 12
: STRONGLY:
: DISAGREE:
f 11
f 11
f 11
f 11
J
,
,
,
J
I
I
,
c. They had less chance to talk among their peer group
i J STRONGLY i , I i STRONGLY ,, , , , , , I
i RACES J AGREE i AGREE i UNDECIDED i DISAGREE i DISAGREE i, , , , , , ,
i HALAY J f 15 f 14 f 13 f 12 f 11 J, , I
J CHINESE: f 15 f 14 f 13 f 12 f 11 i, ,
i INDIAN: f 15 f 14 f 13 f 12 f 11 i, ,
i OTHERS: f 15 f 14 f 13 f 12 f 11 ,, ,
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d. They can easily make enemies among their peer group
i i STRONGLY i i I i STRONGLY ii I I I I I I
i RACES i AGREE i AGREE i UNDECIDED i DISAGREE i DISAGREE ii I , , , , i
HALAY i f 15 f 14 f 13 f 12 f 11i
CHINESE: f 15 f 14 f 13 f 12 f 11
INDIAN : f 15 f 14 f 13 f 12 f 11
OTHERS : f 15 f 14 f 13 f 12 f 11
e. They do not have close friend at work
i STRONGLY i i I i STRONGLY ii I I I I i
RACES i AGREE i AGREE i UNDECIDED i DISAGREE i DISAGREE i, I I , , ,
i HALAY i f 15 f 14 f 13 f 12 f 11 ii I I
i CHINESE: f 15 f 14 f 13 f 12 f 11 ii I
i INDIAN : f 15 f 14 f 13 f 12 f 11 ii I
i OTHERS : ( 15 f 14 ( 13 ( 12 f 11 ii ,
ID. If you have chosen "i U or "2' as your answer in Q5(e).
to what extent do you agree or disagree with the
following statements which represent reasons of work
units size as factor influencing your Blue-Collar
workers' decision to voluntarily leave your
organisation. (otherwise go to question 11)
STATEHENT
Blue-Collar workers leave because they feel:
a. Their work units are too crO/ded
i i STRONGLY i i I i STRONGLY ii I I I I I I
i RACES i AGREE i AGREE i UNDECIDED i DISAGREE i DISAGREE i, , , I , , ,
i HALAY i f 15 f 14 f 13 f 12 f 11 ii I I
i CHINESE: f 15 f 14 f 13 f 12 f 11 ii I
i INDIAN : f 15 f 14 f 13 f 12 f 11 ii I
i OTHERS: ( 15 ( 14 ( 13 f 12 f 11 ii ,
11. If you have chosen "I" or "2" as your answer in Q5(f).
to what extent do you agree or disagree with the
following statements which represent reasons of job
content as factor influencing your Blue-Collar workers'
decision to voluntarily leave your organisation.
(otherwise go to question 12)
STATEHENT
Blue-Collar workers leave because they feel:
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a. Their job are too routine
i STRONGLY i i i STRONGLY ¡i I I I i
RACES ¡ AGREE ¡ AGREE UNDECIDED ¡ DISAGREE ¡ DISAGREE ¡, , , I ,
¡ HALAY i f )5 f )4 f )3 f )2 f )1 ¡i I ,
i CHINESE: f )5 f )4 f )3 f )2 f )1 ii I
, INDIAN: f )5 f )4 f )3 f )2 f )1 ii I
i OTHERS : f 15 ( 14 f 13 ( 12 ( 11 ii ,
b. They were given less responsibility at work
i i STRONGLY i i i i STRONGLY ii I I I I I ,
, RACES i AGREE , AGREE , UNDECIDED i DISAGREE i DISAGREE ,, , I , , , ,
i HALAY , f )5 f )4 f )3 f )2 f )1 ii I I
, CHINESE: f )5 f )4 f )3 f )2 f )1 ,i I
, INDIAN: f )5 f )4 f )3 f )2 f )1 ¡i I
i OTHERS : f 15 ( 14 f )3 ( 12 ( 11 i, ,
c. They were given less autonomy at work
i i STRONGLY i , i STRONGLY ¡i I I I I I
i RACES i AGREE i AGREE UNDECIDED i DISAGREE , DISAGREE ,i , , , , ,
, HALAY , f 15 f )4 f 13 f )2 f )1 ii I I
, CHINESE: f 15 f )4 f )3 f )2 f )1 ii I
, INDIAN: f )5 f 14 f )3 f )2 f )1 ,i ,
i OTHERS : ( 15 f 14 ( 13 ( 12 ( 11 ,, i
d. Their jobs a re too demanding
i STRONGLY i i I , STRONGLY ,i I I I I i
RACES , AGREE i AGREE , UNDECIDED i DISAGREE i DISAGREE ii , , , , I
i HALAY i f 15 f )4 f )3 f )2 f )1 ,i I ,
, CHINESE: f )5 f )4 f )3 f )2 f )1 ,, ,
i INDIAN : f )5 f )4 f )3 f )2 f )1 ,i ,
i OTHERS : f 15 f 14 ( 13 ( 12 ( 11 ,, ,
12. If you have chosen "1 l. or "2" as your answer in Q5(g). to
what extent do you agree or disagree with the follOting
statements which reresent reasons of job seurity as
factor influencing your Blue-Collar workers' decision to
voluntarily leave your organisation.
(otherwise go to question 13).
STATEHENT
Blue-Collar workers leave because they feel:
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a. Their job are not secure
i i STRONGLY i i i STRONGLY ii I I I I I
i RflCES i flGREE i flGREE i UNDECIDED DISflGREE i DISflGREE ii I I I I I
i HflLflY i f 15 f 14 f 13 f 12 f 11 i, I I
i CHINESE: f 15 f 14 f 13 f 12 f 11 ii I
i INDIflN : f 15 f 14 f 13 f 12 f 11 i, I
i OTHERS : f 15 f 14 f 13 f 12 f 11 ii I
b. Their job are temporary
i STRONGLY i i I i STRONGLY ii I , , I i
RflCES i flGREE i flGREE i UNDECIDED i DISflGREE i DISflGREE ii I I , I I
i HflLflY i f 15 f 14 f 13 f 12 f 11 ii , I
i CHINESE: f 15 f 14 f 13 f 12 f 11 ii I
i INDIflN : f 15 f 14 f 13 f 12 f 11 i, I
i OTHERS : f 15 f 14 f 13 f 12 f 11 ii ,
c. Not satisfied with their job security
i STRONGLY i i i STRONGLY i, I I I i
RflCES i flGREE flGREE i UNDECIDED i DISflGREE i DISflGREE ii I I I I
i HflLflY i f 15 f 14 f 13 f 12 f 11 i, I I
i CHINESE: f 15 f 14 f 13 f 12 f 11 i, I
i INDIflN : f 15 f 14 f 13 f 12 f 11 ii I
i OTHERS : f 15 f 14 f 13 f 12 f 11 i, ,
d. Necessary to a void being dismissed
i i STRONGLY i i I i STRONGLY J, , I I I , I
i RflCES i flREE i flGREE i UNDECIDED i DISflGREE i DISflGREE ii I , I I I ,
i HflLflY i f 15 f 14 f 13 f 12 f 11 i, , I
i CHINESE: f 15 f 14 f 13 f 12 f 11 i, I
i INDIflN : f 15 f 14 f 13 f 12 f 11 Ji I
i OTHERS : f 15 f 14 f 13 f 12 f 11 ii ,
13. If you have chosen "1 It or "2" as your answer in Q5(h), to
what extent do you agree or disagree with the fOllOling
statements which reresent reasons of firking condition
as factor influencing your Blue-Collar workers' decision
to voluntarily leave your organisation.
(otherwise go to question 14).
STflTEHENT
Blue-Collar workers leave because they feel:
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a. Their working conditions are unsatisfactory
i i STRONGLY i i I i STRONGLY ii I I , , , ,
i RACES i AGREE , AGREE i UNDECIDED i DISAGREE i DISAGREE i, , , , , , ,
i HALAY i f 15 f 14 f 13 f 12 f 11i ,
i CHINESE: f 15 f 14 f 13 f 12 f 11,
i INDIAN: f 15 f 14 f 13 f 12 f 11i
i OTHERS : f 15 f 14 f 13 f 12 f 11,
b. Thei r working conditions are unhealthy
i i STRONGLY i i I i STRONGLY i, , , , , , ,
i RACES i AGREE i AGREE i UNDECIDED i DISAGREE i DISAGREE i, , , , , , ,
i HALAY i f 15 f 14 f 13 f 12 f 11 i, , ,
i CHINESE: f 15 f 14 f 13 f 12 f 11 i, ,
i INDIAN: f 15 f 14 f 13 f 12 f 11 ii ,
i OTHERS : f 15 f 14 f 13 f 12 f 11 i, ,
14. I f you ha ve chosen "111 or "2' as your answer in Q5(i),
to what extent do you agree or disagree with the
following statements which represent reasons of working
hours as factor influencing your Blue-Collar workers'
decision to voluntarily leave your organisation.
(otherwise go to question 15)
STATEHENT
Blue-Collar workers leave because they feel:
a. Working hours are too long
i i STRONGLY i i I i STRONGLY:, i I I , ,
i RACES i AGREE i AGREE i UNDECIDED i DISAGREE i UNDECIDED:, , , , , ,
i HALAY i f 15 f 14 f 13 f 12 f 11 i, , I
i CHINESE: f 15 f 14 f 13 f 12 f 11 i, ,
i INDIAN: f 15 f 14 f 13 f 12 f 11 i, ,
i OTHERS : f 15 f 14 f 13 f 12 f 11 i, ,
b. Not satisfied with the working hours
i i STRONGLY i i I i STRONGLY i, , , , , , ,
i RACES i AGREE i AGREE i UNDECIDED i DISAGREE i DISAGREE i, , , , , , ,
i HALAY i f 15 f 14 f 13 f 12 f 11 ii , I
i CHINESE: f 15 f 14 f 13 f 12 f 11 i, I
i INDIAN: f 15 f 14 f 13 f 12 f 11 i, I
i OTHERS f 15 f 14 f 13 f 12 f 11,
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SECTION D: EXTERNAL FACTOR
15. In your view (based on your experience), to what extent
you agre or disagree with the following statements
regarding external factors as having influencing your
Blue-Collar workers' decision to voluntarily leave their
organisation.
STATEHENT
Blue-Collar workers leave because they feel:
a. There is alternative employment available
, STRONGLY , , , STRONGLY ,
, , I , ,
RACES , AGREE i AGREE UNDECIDED , DISAGREE , DISAGREE ,, , , , ,
, HALAY , f 15 f 14 f 13 f 12 f 11 ,, I ,
, CHINESE: f 15 f 14 f 13 f 12 f 11 ,, ,
i INDIAN: f 15 f 14 f 13 f 12 f 11 ,, ,
i OTHERS : f 15 f 14 f 13 ( 12 f 11 ,, ,
b. There are a lot of job vacancies
, , STRONGLY , , STRONGLY ,
, , , , ,
, RACES , AGREE AGREE , UNDECIDED , DISAGREE DISAGREE ,, , , , ,
, HALAY , f 15 f 14 f 13 f 12 f 11 ,, , ,
, CHINESE: f 15 f 14 f 13 f 12 f 11 ,, ,
, INDIAN: f 15 f 14 f 13 f 12 f 11 ,, ,
, OTHERS : f 15 f 14 ( 13 f 12 f 11 ,, ,
c. The level of unemployment is very low
, , STRONGLY , , , STRONGLY
, , , I ,
, RACES , AGREE , AGREE , UNDECIDED , DISAGREE DISAGREE, , , , ,
HALAY , f )5 f )4 f 13 f 12 f )1 ,i ,
CHINESE: f 15 f )4 f 13 f )2 f 11 ,,
INDIAN: f )5 f )4 f 13 f )2 f 11 ,,
OTHERS: f 15 f 14 ( 13 ( 12 f 11 ,,
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QUES. VAR.
NO. NO.
SAS PROGRAMME COMPUTER CODING FRAME FOR
BLUE-COLLAR WORKERS' QUESTIONNAIRE
VARIABLE
NAME
COLUMN RECORD
CODE NO. NO. VAR./CODE
A* 001
- - - - - - - - - - - - -- - - - - -- - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - -- - - - - - - ---
i VI 1Questionnaire Number 001-999 1-3
Space in Column 4
1 002
2 003
3 004
4 005
5 006
Location of Previous
Occupation
1 Kuala Lumpu r
2 Johor Bahru
3 Pulau Pinang
4 Others
5 i V2 41-4
Location of Present
Occupation
1 Kuala Lumpu r
2 Johor Bahru
3 Pulau Pinang
4 Others
1-4 6 1 V3 4
Type of Previous 1-6 7
Industry
1 Wood and Wood Product
2 Textiles and Textile Products
3 Electrical and Electronic Products
4 Food Manufacturing
5 Rubbe r Products
6 Other Industry
Type of Present 1-6 8
Industry
1 Wood and Wood Product
2 Textiles and Textile Products
3 Electrical and Electronic Products
4 Food manufacturing
5 Rubbe r Product
6 Other Industry
Total NO.of Workers
in Work Uni t
i Small
2 Medium
3 Large
1-3 9-12
1 V4 6
1 vs 6
1 V6 3
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QUES. VAR. VARIABLE COLUMN RECORD
NO. NO. NAME CODE NO. NO. VAR ./CODE
- - - - -- -- - - - - -- --- -- - -- --- -- - -- -- - - - - -- -- - - -- -- - - - - -- - - - - -- - - -- ---
6 007 Age Now 1-8 13 1 V7 8
1 15-19
2 20-24
3 25-29
4 30-34
5 35-39
6 40-44
7 45-49
8 50 and above
7 008 Age Start of Employment 1-6 14 1 V8 6
1 15-19
2 20-24
3 25-29
4 30-34
5 35-39
6 40 and above
8 009 Age First Experience 1-6 15 1 V9 6
Voluntary Resignation
1 15-19
2 20-24
3 25-29
4 30-34
5 35-39
6 40 and above
9 010 Age of Last Exp. 1-6 16 1 V10 6
Vol. Resigna tion
1 15-19
2 20-24
3 25-29
4 30-34
5 35-39
6 40 and above
10 011 NO.of Vol.Res. 1-8 17 1 VL1 6
Since Ini tial Emp.
1 One
2 Two
3 Three
4 Four
5 Five
6 Six
7 Seven
8 Eight or More
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QUES. VAR. VARIABLE COLUMN RECORD
NO. NO. NAME CODE NO. NO. VAR ./CODE
- - - - - - --- -- - -- - - - - - - - - - - - - - - -- -- - - - - -- - - - - - -- - - - - - - - -- - - - - - - - - --
11 Date of Resignations
12 012 Length of Service 1-7 18 1 V12 7
1 0- 6 months
2 7-12 months
3 13-18 months
4 19-24 months
5 25-30 months
6 31-36 months
7 37 or more
13 013 No. of Job Held 1-8 19 1 V13 8
1 One
2 Two
3 Three
4 Four
5 Five
6 Six
7 Seven
8 Eight or More
14 014 Marital Status 1-4 20 1 V14 4
1 Single
2 Married With Children
3 Married no Children
4 Divorce/Widowed
15 015 Sex 1-2 21 1 ViS 2
1 Male
2 Female
16 016 Race 1-4 22 1 V16 4
1 Malay
2 Chinese
3 Indian
4 Others
17 017 Total No. in the Family 1-8 23 1 V17 8
1 One
2 Two
3 Three
4 Four
5 Five
6 Six
7 Seven
8 Eight or More
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QUES. VAR. VARIABLE COLUMN RECORD
NO. NO. NAME CODE NO. NO. VAR ./CODE
- - - -- - - - -- - - -- -- - - ----- - - - -- -- -- - - - - - - - -- - - - - ---- - - - - - - - - - -- -- --
18 018 NO.of Dependents 1-8 24 1 V18 8
1 One
2 Two
3 Three
4 Four
5 Five
6 Six
7 Seven
8 Eight or More
19 019 Level of Education 1-6 25 1 V19 6
1 No Education at all
2 Completed Standard Six
3 Lower Certificate of education
4 Malaysian School Certificate
5 Technical School Certificate
6 Others
20 020 Years of Educations 1-4 26 1 V20 4
1 0 - 6 years
2 7 - 13 years
3 14- 20 years
4 21 or more
21 021 View on Personal 1-2 27 1 V21 2
Problem
1 Agree
2 Disagree
22a 022 Reasons on Personal 1-5 28 1 V23 5
Problem (Family)
1 Strongly Agree
2 Agree
3 Undecided
4 Disagree
5 Strongly Disagree
22b 023 Reasons on Personal 1-5 29 1 V23 5
Problem (Health)
1 Strongly Agree
2 Agree
3 Undecided
4 Disagree
5 Strongly Disagree
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QUES. VAR. VARIABLE COLUMN RECORD
NO. NO. NAME CODE NO_ NO. VAR./CODE
--- - - - - - - - -- -- -- - - - -- - - - - -- - -- -- - -- - -- - - - - - --- -- -- - -- - - - - - -- -- --
22c 024 Reasons on Personal 1-5 30 1 V24 5
Problem (Plan to do own Business)
1 Strongly Agree
2 Agree
3 Undecided
4 Disagree
5 Strongly Disagree
Space in Column 31
22d 025 Reasons on Personal 1-5 32 1 V25 5
Problem (Join Others Services)
1 Strongly Agree
2 Agree
3 Undecided
4 Disagree
5 Strongly Disagree
22e 026 Reasons on Personal 1-5 33 1 V26 5
Problem (Further Study)
1 Strongly Agree
2 Agree
3 Undecided
4 Disagree
5 Strongly Disagree
22f 027 Reasons on Personal 1-5 34 1 V27 5
Problem ( Transportation Problem)
1 Strongly Agree
2 Agree
3 Undecided
4 Disagree
5 Strongly Disagree
22g 028 Reasons on Personal 1-5 35 1 V28 5
Problem (Housing Problem)
1 Strongly Agree
2 Agree
3 Undecided
4 Disagree
5 Strongly Disagree
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QUES. VAR. VARIABLE COLUMN RECORD
NO. NO. NAME CODE NO. NO. VAR./CODE
- - - - - - - - - -- - -- - -- -- - - - - - - -- -- - - -- - - - -- - - - -- - - - -- - - - - - - - - - - - - - - --
22h 029 Reasons on Personal 1-5 36 1 V29 5
Problem (Career Development)
1 Strongly Agree
2 Agree
3 Undecided
4 Disagree
5 Strongly Disagree
22i 030 Reasons on Personal 1-5 37 1 V30 5
Problem (Locali ty)
1 Strongly Agree
2 Agree
3 Undecided
4 Disagree
5 Strongly Disagree
23a 031 View on Pay 1-5 38 1 V31 5
1 Strongly Agree
2 Agree
3 Undecided
4 Disagree
5 Strongly Disagree
23b 032 View on Promotion 1-5 39 1 V32 5
1 Strongly Agree
2 Agree
3 Undecided
4 Disagree
5 Strongly Disagree
23c 033 View on Supervisory 1-5 40 1 V33 5Style
1 Strongly Agree
2 Agree
3 Undecided
4 Disagree
5 Strongly Disagree
23d 034 View on Peer Group 1-5 41 1 V34 5Interaction
1 Strongly Agree
2 Agree
3 Undecided
4 Disagree
5 Strongly Disagree
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QUES. VAR. VARIABLE COLUMN RECORD
NO. NO. NAME CODE NO. NO. VAR./CODE
- - - - - - - - - - - - - -- - - - - --- - - - - - - - - - - - - - - -- - - - - - - -- - - - - - -- - - - - - - - - - --
23e 035 View on Work Uni t 1-5 42 1 V35 5Size
1 Strongly Agree
2 Agree
3 Undecided
4 Disagree
5 Strongly Disagree
23f 036 View on Job Content 1-5 43 1 V36 5
1 Strongly Agree
2 Agree
3 Undecided
4 Disagree
5 Strongly Disagree
23g 037 View on Job Securi ty 1-5 44 1 V37 5
1 Strongly Agree
2 Agree
3 Undecided
4 Disagree
5 Strongly Disagree
23h 038 View on Working 1-5 45 1 V38 5
Condi tion
1 Strongly Agree
2 Agree
3 Undecided
4 Disagree
5 Strongly Disagree
23i 039 View on Working Hours 1-5 46 1 V39 5
1 Strongly Agree
2 Agree
3 Undecided
4 Disagree
5 Strongly Disagree
24 Reason on Pay
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QUES. VAR. VARIABLE COLUMN RECORD
NO. NO. NAME CODE NO. NO. VAR./CODE
- - - - - - - - --- - - -- --- - --- - - - - - - ----- - - - - - - - - - - - ---- - - - - -- - - - - - - - - --
24a 040 Low Pay Compared 1-5 47 1 V40 5
to Present Job
1 Strongly Agree
2 Agree
3 Undecided
4 Disagree
5 Strongly Disagree
24b 041 Less pay than I 1-5 48 1 V41 5deserve
1 Strongly Agree
2 Agree
3 Undecided
4 Disagree
5 Strongly Disagree
24c 042 Inadequate pay 1-5 49 1 V42 5
compare to my qualification
1 Strongly Agree
2 Agree
3 Undecided
4 Disagree
5 Strongly Disagree
24d 043 Inadequate for 1-5 50 1 V43 5
normal expenses
1 Strongly Agree
2 Agree
3 Undecided
4 Disagree
5 Strongly Disagree
24e 044 Not satisfied 1-5 51 1 V44 5
wi th my pay
1 Strongly Agree
2 Agree
3 Undecided
4 Disagree
5 Strongly Disagree
25 Reason for Promotion
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QUES. VAR. VARIABLE COLUMN RECORD
NO. NO. NAME CODE NO. NO. VAR./CODE
-- - -- - - - - - ---- - - - - - -- - -- - - - - - - - - - - - - - - - -- - - - - - -- - - - - - -- - - - - - - - --
25a 045 Dead-end Job 1-5 52 1 V45 5
1 Strongly Agree
2 Agree
3 Undecided
4 Disagree
5 Strongly Disagree
25b 046 Unfair Promotion Policy 1-5 53 1 V46 5
1 Strongly Agree
2 Agree
3 Undecided
4 Disagree
5 Strongly Disagree
25c 047 Less Opportuni ty 1-5 54 1 V47 5
compared to present job
1 Strongly Agree
2 Agree
3 Undecided
4 Disagree
5 Strongly Disagree
25d 048 Being offered for 1-5 55 1 V48 5better job
1 Strongly Agree
2 Agree
3 Undecided
4 Disagree
5 Strongly Disagree
Space in Column 56
25e 049 Not satisfied with 1-5 57 1 V49 5
promotion policy
1 Strongly Agree
2 Agree
3 Undecided
4 Disagree
5 Strongly Disagree
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QUES. VAR. VARIABLE COLUMN RECORD
NO. NO. NAME CODE NO. NO. VAR. /CODE
- - - -- - - -- - - - - - - --- - - - - - - - - - - - - - - - -- - - - - - - - - - -- -- - - - - - - - - - -- - - - --
26 Reason for Supervisory Style
26a 050 Too stess on 1-5 58 1 V50 5productivi ty
1 Strongly Agree
2 Agree
3 Undecided
4 Disagree
5 Strongly Disagree
26b 051 Less consideration 1-5 59 1 V51 5
on employee
1 Strongly Agree
2 Agree
3 Undecided
4 Disagree
5 Strongly Disagree
26c 052 Authori tarian Style 1-5 60 1 V52 5
1 Strongly Agree
2 Agree
3 Undecided
4 Disagree
5 Strongly Disagree
26d 053 Less satisfaction 1-5 61 1 V53 5
with supervisor
1 Strongly Agree
2 Agree
3 Undecided
4 Disagree
5 Strongly Disagree
26e 054 Inadequate Treatement 1-5 62 1 V54 5
from supervisor
1 Strongly Agree
2 Agree
3 Undecided
4 Disagree
5 Strongly Disagree
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QUES. VAR. VARIABLE COLUMN RECORD
NO. NO. NAME CODE NO. NO. VAR./CODE
-- - --- - - - - - - - ---- - - - -- - -- -- - - - - - - - - - - - - - - - - - -- - - - - - --- - - - - - -----
27 Reason for Peer Group Interaction
27a 055 Lack of team Spiri t 1-5 63 1 V55 5
1 Strongly Agree
2 Agree
3 Undecided
4 Disagree
5 Strongly Disagree
27b 056 Less Satisfaction 1-5 64 1 V56 5
with peer
1 Strongly Agree
2 Agree
3 Undecided
4 Disagree
5 Strongly Disagree
27c 057 Less talk 1-5 65 1 V57 5
1 Strongly Agree
2 Agree
3 Undecided
4 Disagree
5 Strongly Disagree
27d 058 Easy to make Enemies 1-5 66 1 V58 5
1 Strongly Agree
2 Agree
3 Undecided
4 Disagree
5 Strongly Disagree
27e 059 No Close friend 1-5 67 1 V59 5
1 Strongly Agree
2 Agree
3 Undecided
4 Disagree
5 Strongly Disagree
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QUES. VAR.
NO. NO.
VARIABLE
NAME
COLUMN RECORD
CODE NO. NO. VAR./CODE
27f 060 Unfair Interaction
among peer
1 Strongly Agree
2 Agree
3 Undecided
4 Disagree
5 Strongly Disagree
1-5 68 1 V60 5
28 Reason
28a 061
for Uni t size
Uni t size is
too crowded
1 Strongly Agree
2 Agree
3 Undecided
4 Disagree
5 Strongly Disagree
1-5 69 1 V61 5
29 Reason for Job Content
29a 062 Routine Job 1-5 70 1 V62 5
1 Strongly Agree
2 Agree
3 Undecided
4 Disagree
5 Strongly Disagree
29b 063 Less Responsibili ty 1-5 71 1 V63 5
1 Strongly Agree
2 Agree
3 Undecided
4 Disagree
5 Strongly Disagree
29c 064 Less Autonomy 1-5 72 1 V64 5
1 Strongly Agree
2 Agree
3 Undecided
4 Disagree
5 Strongly Disagree
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QUES. VAR. VARIABLE COLUMN RECORD
NO. NO. NAME CODE NO. NO. VAR./CODE
- - - -- - - - - - - - - - --- - - - -- - -- - --- -- -- -- - - - - - - - - - - - - - -- - - - --- - - - - ----
29d 065 Too Demanding 1-5 73 1 V65 5
1 Strongly Agree
2 Agree
3 Undecided
4 Disagree
5 Strongly Disagree
30 Reason for Job Security
30a 066 Not Secure 1-5 74 1 V66 5
1 Strongly Agree
2 Agree
3 Undecided
4 Disagree
5 Strongly Disagree
30b 067 Only a Temporary Job 1-5 75 1 V67 5
1 Strongly Agree
2 Agree
3 Undecided
4 Disagree
5 Strongly Disagree
30c 068 Not Satisfied wi th 1-5 76 1 V68 5
Job Securi ty
1 Strongly Agree
2 Agree
3 Undecided
4 Disagree
5 Strongly Disagree
30d 069 Avoiding Being Dismissed 1-5 77 1 V69 5
1 Strongly Agree
2 Agree
3 Undecided
4 Disagree
5 Strongly Disagree
31 Reason for Working Condi tion
31a 070 Working Condi tion 1-5 78 1 V70 5
were not secure
1 Strongly Agree
2 Agree
3 Undecided
4 Disagree
5 Strongly Disagree
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QUES. VAR.
NO. NO.
VARIABLE
NAME
31b 071 Working Condi tion
were unheal thy
1 Strongly Agree
2 Agree
3 Undecided
4 Disagree
5 Strongly Disagree
Column 80 - Card 1
31c
32
32a
32b
33
33a
072 Not satisfied with
Working Condi tions
1 Strongly Agree
2 Agree
3 Undecided
4 Disagree
5 Strongly Disagree
COLUMN RECORD
CODE NO. NO. VAR ./CODE
1-5 79 1 V71 5
Reason
073
for Working Hour
Not Satisfied wi th
Working Hours
1 Strongly Agree
2 Agree
3 Undecided
4 Disagree
5 Strongly Disagree
1-5 5 2 V72 5
074 Working Hours were
Too long
1 Strongly Agree
2 Agree
3 Undecided
4 Disagree
5 Strongly Disagree
1-5 V73 5
External Factors075 Availabili ty of
Al ternative Employment
1 Strongly Agree
2 Agree
3 Undecided
4 Disagree
5 Strongly Disagree
26
1-5 2 V74 57
1-5 2 5V758
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QUES. VAR. VARIABLE COLUMN RECORD
NO. NO. NAME CODE NO. NO. VAR ./CODE
-- - - - - - -- - - - - - - - - - - - - -- - - - - - - - -- - -- - -- - - - -- - -- --- - - - -- - - - - - --- --
33b 076 The Level of Job vacancy 1-5 9 2 V76 5
1 Strongly Agree
2 Agree
3 Undecided
4 Disagree
5 Strongly Disagree
33c 077 The Level of Unemployment 1-5 10 2 V77 5
1 Strongly Agree
2 Agree
3 Undecided
4 Disagree
5 Strongly Disagree
34 Reason for External factor
34a 078 There was Another Job 1-5 11 2 V78 5
1 Strongly Agree
2 Agree
3 Undecided
4 Disagree
5 Strongly Disagree
34b 079 Lots of Job vacancy 1-5 12 2 V79 5
1 Strongly Agree
2 Agree
3 Undecided
4 Disagree
5 Strongly Disagree
34c 080 Level of Unemployment 1-5 13 2 V80 5
very Low
1 Strongly Agree
2 Agree
3 Undecided
4 Disagree
5 Strongly Disagree
Column 80 - Card 2.
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DEPARTMENT OF BUSINESS AND MANAGEMENT
UNIVERSITY OF STIRUNG
STIRUNG. SCOTLAND FK9 4LA
TELEPHONE: (0786) 73171
TELEX: 777557 STUNIV G
FAX 0786 63000
SB/SM
1 March 1989
To Whom It May Concern
Mr -ABDUL RAZAK HJ OMA is a PhD student at the University of
Stirling who is conducting research on employer - employee
relationships in Malaysia. After six months' work at Stirling
he has developed the broad outlines of his research but, before
he finalises his approach, it is necessary for him to return
home to check on the availability of certain kinds of
information and to develop contacts with organisations which
may be prepared to be involved with the research. I do hope
that you will be able to assist Mr Razak whose work will be of
considerable interest to Malaysian organisations.
~~g~
DR STEWART BUTTS
Lecturer in Business and Management
Head of Department: Professor Tom Cannon
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UNIVERSITY OF STIRLING
STIRLING FK94LA SCOTLAN
Telephone: (0786) 73171
Telex: 777557 STUN IV G
DIVISION OF BUSINESS STUDIES
Head of Division: Professor Michùel Huglies
School of Accountancy, Business, Computing
and Economics
Fu No. 0786 63000 International +44 78663000
The Registrar
Personnel Department
11800 University Sains Malaysia
M i nden
Penang
Malaysia 5th December 1989
Dear Registrar
, .
Mr Abdul Razak Hj Omar will be returning to Malaysia In the next few
weeks to collect the data required for his research project. This Is
likely to take between 3 and 6 months. It Is not possible at this stage
to be more accurate In predict Ing how long his data collect Ion will take
because of the Inevitable complications In a study of labour turnover.
Mr Omar cont I nues to work hard and h Is research I s progress I ng we i I .
Yours sincerely
~~4 g--
DR STEWART BUTTS
Lecturer I n Bus i ness Stud I es
Page 415
Appendix Eight Cover Letter
UNIVERSITY OF STIRLING
STIRLING FK 9 4LA SCOTLAN
Telephone: (0786) 73171
Telex: 777557 STU IV G
DEPARTMENT OF BUSINESS STUDIES
Head of Department: Professor Michael Hughes
School of Managemen t
Fax No. 0786 63000 International +44 786 63000
Ref SB/SB/1
Puan Rogayah Hussein
Registrar
Personnel Department
11800 University Sain Malaysia
Miden,Penang
MAYSIA
30 August 1990
Dear Mrs Rogayah
Abdul Razak Hj Omar
Mr Omar has been making good progress in the analysis of the data he collected on
voluntary labour tuover. However, as the analysis has developed it has become
apparent that there is a smal but important gap in his data which must be covered
before he can submit his thesis. For th reason I recommend that he retu to
Malaysia for about two months to collect th inormation which is crucial to the
successful completion of his work.
With best wishes
Yours sincerely
~~4 5¡j
Dr Stewart Butts
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UNIVERSITY OF STIRLING
STIRLING FK94LA SCOTLAN
Telephone: (0786) 73171
Telex: 777557 STUNIV G
DIVISION OF BUSINESS STUDIES
Head of Dii1isiorl: Professor Afichael HII,¡;Jles
School of Accountancy, Business, Computing
and Economics
F:u No. 078663000 Internationol +44 78663000
15 December 1989
TO WHOM I T MAY CONCERN
~r Abdul Razak HJ Omar Is a PhD student at the UnIversity of Stirling who Is
:onduct Ing research on labour turnover In Malaysia. He has now reached the
:tage of approaching organisations and Individuals for their help In enabling
lim to collect the data for hIs research. I do hope that you will be able to
sslst him In this research which, I am sure, will be of considerable Interest
o Ma I ays I an organ i sa t Ions.
...K'/0:... ~
Or Stewart But ts
Lecturer I n Bus I ness Stud I es
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CANSELORI
UNIVERSITI SAINS MALAYSIA
11800 USM Pulau Pinang, Malaysia.
Alamat Kawat: UNISAINS Teleks: USMLlB MA 40254 Telefon: 883822 (20 Talian)
23 February 1990
Si! Tuan:
Bi! Kami:
The Manager /0 i rector
Human Resources/Personne 1 Department
Dear Sir/Madam,
Mr. Abdul Razak Hj. Omar - Research On
Labour Turnover In Malaysia.
With due respect, I wish to draw your attention
to the above.
Mr. Abdul Razak Hj. Omara graduate of Universiti
Sains Malaysia, Penang is currently reading for a
PhD at the University of Stirling, Scotland. He is
currently in Penang to conduct a research on labour
turnover in Malaysia. In this respect, I shall
appreciate it most if you could kindly assist the
above mentioned student in whatever possible to realise
his objectives.
Your co-operation and support wi 1 1 very much
appreciated.
Thank you.
Yours sincerely,
(A~
Senior Sports Development Officer.
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~ ~."~\'~- - ,j
.,:' i:~i . rk ~"
4:1' î-""~"':"'\Â~At'::.
...~~~¡
PL.',GElZlSI JAWATANKL;ASA KERJA RAYA
DA~ KE~UDAHAN AWAM NEGERI JOHOR
JABATA!\ KERJA RAYA. JOHOR.
JOHOR BAHRU. Te/efon : lB. 2)5284 (P)
Ruj. Tuan:
Ruj. Kami: PJK /S/1/90
Tarikh: 17.1. 1990
KEADA SESI.!IA YANG BERAA
Tua."1,
SCKONG"J-J KEADA EN ABUL RAJ( F.J OMA
Adlah dL":klt.,J:a¡1 berhubung dengan perkaa di atas, pewa
surat im ia.i ~u En Jl.bul Ra bin Hj Qr.ar adalah seorang
sis..;azah nID di University of Stirling, Sctlan ya beitu
bermi""1at di dalam kajian 'Peruah Pekerjaa i dilangan
tenaga pekerja bagi iridustri:-industri yang ræjalan
oprasi yag melibtk Jr..yu kaya, geta, elekik ~
elektJonik, Il.3kanari da tekstil dì Negara in.
Saya men::to)cG¡;; por.uh terhadap usah da kajian yan beliau
jalan ãa menaruh keyakina OOwa kajian tersebut sedt
sebanyak akri dap&t membantu bagi mengenapati maalah da
situai yang sering berlah'U di dalar aspek terset.
Kerjasar pih tua sagat-sangat dihaapka da"1 terlebih
daulu diucapJ.. b8rbayak-banyak terim kaih.
BERDMAT UNTli'K NÐ3AR
v~G~UJAH BIN ABDULLA t-
Ahi Majlis P£syuat Kerajaan
Negeri Johor Darùl Takzim
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